The relationships among Situational LeadershipÂ® II, emotional intelligence and DiSCÂ® behavior by Underhill, Margaretta
Eastern Washington University
EWU Digital Commons
EWU Masters Thesis Collection Student Research and Creative Works
2015
The relationships among Situational LeadershipÂ®
II, emotional intelligence and DiSCÂ® behavior
Margaretta Underhill
Eastern Washington University
Follow this and additional works at: http://dc.ewu.edu/theses
Part of the Communication Commons
This Thesis is brought to you for free and open access by the Student Research and Creative Works at EWU Digital Commons. It has been accepted for
inclusion in EWU Masters Thesis Collection by an authorized administrator of EWU Digital Commons. For more information, please contact
jotto@ewu.edu.
Recommended Citation
Underhill, Margaretta, "The relationships among Situational LeadershipÂ® II, emotional intelligence and DiSCÂ® behavior" (2015).




THE RELATIONSHIPS AMONG SITUATIONAL LEADERSHIP® II, 
 EMOTIONAL INTELLIGENCE AND DiSC® BEHAVIOR 
A Thesis 
Presented To 
Eastern Washington University 
Cheney, Washington 
In Partial Fulfillment of the Requirements 
For the Degree 
















__________________________________________________ DATE ____________ 
Jeffrey Stafford, PhD, Chair of Graduate Study Committee 
 
 
__________________________________________________ DATE ____________ 
Robert Zinke, PhD, Member of Graduate Study Committee 
 
 
__________________________________________________ DATE ____________ 










In presenting this thesis in partial fulfillment of the requirements for the master’s degree 
at Eastern Washington University, I agree that the JFK Library shall make copies freely 
available for inspection.  I further agree that copying of this project in whole or in part is 
allowable only for scholarly purposes.  It is understood, however, that any copying or 
publication of this thesis for commercial purposes, or for financial gain, shall not be 





SLII®, Emotional Intelligence and DiSC® Behavior  iv 
 
ABSTRACT 
What makes an effective leader?  This question is often asked and while the specific 
ingredients of effective leadership may be hard to identify, the absence of effective 
leadership can be painfully clear.  Many problems facing professionals, administrators 
and global leaders, indeed, those who lead in any situation, could be solved through more 
effective leadership strategies.  The purpose of this quantitative study was to examine the 
relationships among the theory of Situational Leadership® II, the DiSC® theory of 
behavioral dimensions and the Salovey & Mayer 1990 construct of emotional intelligence 
(Blanchard, P. Zigarmi, & D. Zigarmi, 1985; Inscape Publishing, 1996; Salovey, & 
Mayer, 1990) through the use of the three instruments associated with these theories, the 
Leader Behavior Analysis II: Self®, the Assessing Emotions Scale and the DiSC® Classic 
Personal Profile System® 2800.  These instruments were administered through an online 
survey and data were used to analyze the factor structure of two instruments, possible 
relationships among demographic measures and scores on the instruments, and lastly, 
possible relationships among the three instruments.  Although no statistically significant 
relationships were found, difference in correlations suggest further research may yield 
meaningful results in regard to differing levels of emotional intelligence, personality 
intensities and leadership styles.  
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CHAPTER 1: INTRODUCTION 
SIGNIFICANCE OF THE STUDY  
What makes an effective leader?  This question is often asked and while some 
would say confidence, courage, or determination, others could say competence, 
conviction, or intuition.  Certainly decision-making and problem-solving capabilities are 
essential, as are administrative skills, “people skills”, and basic communication skills.  
An even larger list could include characteristics such as honesty, enthusiasm, 
commitment, creativity, self-awareness, motivation, charisma and many more.  Effective 
leadership is undoubtedly a combination of many different skills, qualities, and 
experiences.  While the specific ingredients of effective leadership may be hard to 
identify, the absence of effective leadership can be painfully clear.  Many problems 
facing professionals, administrators and global leaders, indeed, those who lead in any 
situation, could be solved through more effective leadership strategies.  While such 
individuals may be competent, capable, and intelligent, oftentimes situations fall apart – 
employees do not perform adequately, companies do not meet their internally specified 
goals, and individuals become frustrated with their work environment or even their 
supervisors.  In some situations, an employee may emerge as a leader without a 
formalized title or role within the organization; conversely, a “leader” by title may lack 
leadership momentum or sway with their followers, despite the fact that they can exercise 
considerable power over administrative responsibilities.  Many individuals can recall 
supervisors that appreciated, not just their work, but also who they were as individuals, 
spurring them on to greater work-related productivity and deeper personal growth.  On 
the other hand, employees can readily identify supervisors for whom they held little 
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respect, regarding such supervisors as nothing more than a roadblock to productivity at 
best and a detriment to the work environment at worst.  Such leaders lack the “practical 
intelligence” often exemplified in “the kind of sensitivity that allows effective managers 
to pick up on tacit messages” displayed by their followers (Sternberg, 1985).  Sometimes 
employees can feel as if their supervisors do not listen to their concerns and do not 
understand the work they are contributing.   
 These workplace difficulties are due, certainly, to a lack of effective 
communication strategies; but they are also due, perhaps to a great degree, to an 
underlying lack of simple social or emotional understanding.  All too often it seems that 
difficulties could be reconciled if individuals simply acknowledged miscommunication or 
differences in personality.  When individuals are blind to the emotional effect their words 
and actions have on others, channels of communication break down and unforeseen 
detrimental outcomes may affect individual team members, employees, supervisors, 
organizational objectives, outcomes, and more. 
 
PURPOSE OF THE STUDY  
With this in mind, it becomes apparent that organizations may benefit from a 
deeper understanding of the roles individual emotions and personality differences play in 
day-to-day operations, interpersonal communications, and leadership practices.  As such, 
the purpose of this thesis is to examine the relationships among the theory of Situational 
Leadership® II, the DiSC® theory of behavioral dimensions and the Salovey & Mayer 
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1990 construct of emotional intelligence.1  A number of research questions were used to 
guide the development of this study and the analysis of data collected.   
 
RESEARCH QUESTIONS  
RQ 1. What is the factor structure of the Leader Behavior Analysis II: Self®? 
RQ 2.  What is the factor structure of the Assessing Emotions Scale?  
RQ 3.  Is there a relationship between demographic measurements and self-reported 
measures of Situational Leadership® II Style Effectiveness? 
RQ 4.  Is there a relationship between demographic measurements and self-reported 
measures of emotional intelligence? 
RQ 5.  Is there a relationship between self-reported measures of Situational Leadership® 
II Style Effectiveness and self-reported measures of emotional intelligence? 
RQ 6.  Is there a relationship between self-reported measures of Situational Leadership® 
II Style Effectiveness and self-reported measures of DiSC® behavioral 
dimensions? 
RQ 7.  Is there a relationship between self-reported measures of DiSC® behavioral 
dimensions and self-reported measures of emotional intelligence? 
 
  
                                                          
1  Primary references for the three theories used in this study: Blanchard, P. Zigarmi, & D. 
Zigarmi, 1985; Inscape Publishing, 1996; Salovey, & Mayer, 1990 
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The following visual aid developed for this study demonstrates how the three 
different theories will be assessed using three of the research questions (RQ): 
 
Figure 1.1: The Relationships among Theories of Emotional Intelligence, Situational 
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In addition, the following visual aid developed for this study demonstrates how 
the three different instruments will be used to assess the three different theories through 
three of the research questions: 
 
Figure 1.2: The Relationships among the Assessing Emotions Scale, the Leader Behavior 




A brief overview of the three fields of Situational Leadership® II, DiSC® 
behavioral dimensions and emotional intelligence will outline current knowledge and set 
the stage for further discussion. 
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CHAPTER 2: LITERATURE REVIEW 
DEFINITION OF TERMS 
 Situational Leadership® II (SLII®): a contingency leadership theory that teaches 
leaders to adapt their leadership style to the needs of an individual or a team  
 Leader Behavior Analysis II: Self®: an instrument designed to measure the 
Leadership Styles and Style Effectiveness an individual utilized based upon the 
Situational Leadership® II model  
 Style Flexibility: a measurement on a scale ranging from 0-30 that reveals to an 
individual how often they chose the different styles of Situational Leadership® II 
 Style Effectiveness: a measurement on a scale ranging from 20-80 and reveals the 
level at which a leader correctly utilizes the different Situational Leadership® II 
Styles 
 Emotional Intelligence (Salovey – Mayer): “involves the ability to monitor one’s 
own and others’ feelings and emotions, to discriminate among them and to use 
this information to guide one’s thinking and actions” (Salovey & Mayer, 1990, 
p.189) 
 Assessing Emotions Scale: a 33-item assessment of an individual’s perceived 
emotional intelligence as outlined by the Salovey and Mayer 1990 model of 
emotional intelligence which consists of appraisal and expression of emotion in 
self and others, regulation of emotion in self and others, and utilization of emotion 
(Schutte, Malouff, & Bhullar, 2009) 
 DiSC®: a concept of behavioral dimensions based upon an individual’s 
“perception” of self and the environment.  Behavioral dimensions can be 
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categorized as Dominance (D), Influence (i), Steadiness (S) and 
Conscientiousness(C) (Inscape Publishing, 1996; Marston, 2013) 
 Dominance (D): a behavioral dimension in which a “Person places emphasis on 
accomplishing results, the bottom line, confidence”; “People with a high D 
dimension Dominate because they see challenges to overcome but view 
themselves as more powerful than those challenges.  They will try to change, fix 
or control things”  (DiSC® Profile, 2014; Inscape Publishing, 1996, p. 11) 
 Influence (i): a behavioral dimension in which a “Person places emphasis on 
influencing or persuading others, openness, relationships”; “People with a high i 
dimension try to influence others because they feel powerful in a favorable 
environment and want others to share their views.  They try to influence because 
they believe they can” (DiSC® Profile, 2014; Inscape Publishing, 1996, p. 11) 
 Steadiness (S): a behavioral dimension in which a “Person places emphasis on 
cooperation, sincerity, dependability”; “Those with a high S dimension want to 
maintain the environment they see as favorable because they see themselves as 
less powerful than the environment and are, therefore, reluctant to change things 
too much.  They believe that things are fine as they are and ought to be left alone” 
(DiSC® Profile, 2014; Inscape Publishing, 1996, p. 11) 
 Conscientiousness(C): a behavioral dimension in which a “Person places 
emphasis on quality and accuracy, expertise, competency”; “And because people 
with a high C dimension see themselves as having little power in an unfavorable 
environment, they try to analyze things carefully and then work to achieve high 
standards to try to follow established rules in order to accomplish their goals” 
(DiSC® Profile, 2014; Inscape Publishing, 1996, p. 11) 
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 DiSC® Personal Profile System 2800®: an assessment used to determine an 
individual’s behavioral preference according to the theoretical DiSC® model of 
behavioral dimensions  
 Reverse-score (reverse-coding): the numeric values of responses to questions 
labeled as “reverse-score” run opposite to other items in the assessment.  This is 
used for negatively worded questions.  For example, in the Assessing Emotions 
Scale, most questions are positively worded and participants are asked give a 
response on a 5-point scale ranging from “1 – Strongly Disagree,” “2 – Disagree,” 
“3 – Neither Agree nor Disagree,” “4 – Agree,” and “5 – Strongly Agree.”  On a 
negatively worded question, the numeric values of responses are “flipped” to 
range from 5-point scale ranging from “5 – Strongly Disagree,” “4 – Disagree,” 
“3 – Neither Agree nor Disagree,” “2 – Agree,” and “1 – Strongly Agree”   
  
SLII®, Emotional Intelligence and DiSC® Behavior  9 
LITERATURE REVIEW 
 Materials used in this literature review were obtained primarily through online 
databases for academic, scholarly and peer-reviewed research.  Searches for material 
included but were not limited to the following terms: Situational Leadership, Situational 
Leadership II, SLII, Leader Behavior Analysis II, emotional intelligence, Salovey & 
Mayer emotional intelligence, multiple intelligences, Schutte Assessing Emotions Scale, 
DiSC personality, DiSC classic, DiSC personal profile system, DiSC behavior, and 
behavioral dimensions.  Useful materials were found in a variety of online databases 
spanning a number of disciplines including those for business, psychology and 
communications.  Those studies found to be useful were studied more closely for 
accuracy and reliability while related references listed at the end of studies were searched 
for further research.   
 Additionally, a number of other texts and training manuals were utilized for 
foundational or theoretical understanding and for listed references.  These include but are 
not limited to: 
 The Bass Handbook of Leadership: Theory, Research and Managerial 
Applications (Bass & Bass, 2008) 
 Leadership: Theory and Practice (Northouse, 2010) 
 The One Minute Manager (Blanchard & Johnson, 1982) 
 Leadership and the One Minute Manager (Blanchard, P. Zigarmi, & D. Zigarmi, 
1985) 
 Getting to Know the LBAII® (Zigarmi, Edeburn, & Blanchard, 1997) 
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 Frames of Mind (Gardner, 1983) 
 DiSC® Classic Personal Profile System® 2800 (Inscape Publishing, 2001) 
 DiSC® Classic Facilitator’s Manual (Inscape Publishing, 1996) 
 
FOUNDATIONAL THEORIES 
Situational Leadership® II 
 The field of leadership studies is vast and ever expanding, including a myriad of 
definitions of the term “leadership.”  A brief look at everyday dictionaries reveals the 
following descriptions:  
 (noun) an act or instance of leading; guidance; direction (Dictionary.com, n.d.) 
 (noun) the power or ability to lead other people (Merriam-Webster, n.d.)  
 (noun) the action of leading a group of people or an organization (Oxford 
Dictionary, n.d.) 
Furthermore, numerous descriptions are included in the canon of scholarly leadership 
research.  The following definitions are just a few: 
 the preeminence of one or a few individuals in a group in the process of control or 
societal phenomena (Mumford, 1906/1907) 
  the person who possesses the greatest number of desirable traits of personality 
and character (Bingham, 1927) 
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  interpersonal influence, exercised in a situation and directed through the 
communication process, toward the attainment of a specified goal or goals 
(Tannenbaum, Weschler, & Massarik, 1961)  
These limited definitions illustrate only a very few leadership philosophies.  This 
study will assess Situational Leadership® II, developed by Kenneth H. Blanchard and 
Paul Hersey.  But first, a look back at a number of other theories, including The 
Managerial Grid®, Reddin’s 3-D Management, and the evolution of the Situational 
Leadership® II model, will lend further understanding to this discussion.   
 
The Managerial Grid® 
Blake and Mouton’s Managerial Grid® describes management in terms of 
attitudinal dimensions which take the form of assumptions.  Blake and Mouton argue that 
these assumptions guide behavior, yet can be changed with “new experiences and 
feedback from others” by analysis using their Managerial Grid® (Blake & Mouton, 1978).  
These assumptions can be elucidated by determining the degree to which a manager 
demonstrates a “Concern for Production” and a “Concern for People.”  Such assumptions 
closely parallel task-orientation and relations-orientation approaches to management.  
“Concern for Production” includes a focus on achieving organizational tasks while 
“Concern for People” includes a focus on individuals in determining managerial 
effectiveness (Blake & Mouton, 1964; Blake & Mouton, 1978; Northouse, 2010).  Based 
on the interaction between these two “Concerns,” a manager may fall into one of five 
styles on The Managerial Grid® where the attitudinal dimension of “Concern for 
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Production” is illustrated on the horizontal axis and the attitudinal dimension of “Concern 
for People” is illustrated on the vertical axis (Blake & Mouton 1985; Blake & McCanse, 
1991).  The Grid® (Blake & Mouton, 1975; Blake & McKee, 1993) explains that 
managers may rate on one of the following categories: 
 9,1: Task Management – rates high on Concern for Production 
 1,9: Country Club Management – rates high on Concern for People 
 5,5: Middle-of-the-Road Management – rates down the middle on both attitudinal 
dimensions 
 1,1: Impoverished Management – rates low on both attitudinal dimensions 
 9,9: Team Management – rates high on both attitudinal dimensions (Blake & 
Mouton, 1975) 
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Figure 2.1: The Managerial Grid®  
 
(Blake & Mouton, 1975) 
On The Grid®, there is the possibility for a manager to exhibit as many as 81 
different combinations of concerns, each a shade or tone of the main five styles.  Blake 
and Mouton (1975) suggest that managers demonstrate a dominant style, one that is 
characteristic of or comfortable for a given manager, as well as a back-up style, one that 
may be utilized when a manager finds themselves in a situation where their dominant 
style does not prove to be effective.  While cosmetic changes have been made to the 
theory since its inception, mainly in the form of title changes (i.e. “task management” has 
been changed to “authority-compliance”, etc.) the basic tenants of the theory remain the 
same.  
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While The Managerial Grid® may be useful for determining attitudes pertaining to 
production and people, there may be little room for the exceptions sure to arise within 
organizations.  The authors do acknowledge that some management styles may be 
influenced by the organization, situation, values or personality of the individual, perhaps 
even chance, but the two different concerns for Production and People receive most 
consideration when determining styles (Blake & Mouton, 1975).   
 
Reddin 3-D Management  
Reddin (1967) took the concept of task- and relations-orientation and added the 
third dimension of effectiveness. He defined “task orientation” as “the extent to which a 
manager is likely to direct his own and his subordinates’ efforts toward goal attainment”; 
he defined “relationships orientation” as “the extent to which a manager is likely to have 
highly personal job relationships characterized by mutual trust, respect for subordinates’ 
ideas and consideration for their feelings” (Reddin, 1967, p. 11).  From these two 
orientations, four Latent Styles emerge as seen below:  
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Reddin suggested that “a single effective style is inappropriate.  A useful typology 
must allow that a variety of styles may be effective or ineffective depending on the 
situation” thus, each of the four Latent Styles could prove to be effective or ineffective 
depending on the situation resulting in 12 Management Types (Reddin, 1967, p. 13): 
Table 2.2: The Twelve 3-D Styles 
  











Ineffective Deserter Missionary Autocrat Compromiser 
Latent Separate Relationships Task Integrated 




SLII®, Emotional Intelligence and DiSC® Behavior  16 




Situational Leadership® II 
Situational Leadership® theory shifts the conversation about contingency 
leadership from attitudinal dimensions to behavioral dimensions – how leaders actually 
behave.  As outlined in the article, “Life-Cycle Theory of Leadership,” Hersey and 
Blanchard (1969a) posit that “Successful leaders can adapt their behavior to meet 
followers’ needs and the particular situation.  Effectiveness depends on the leader, the 
followers, and situational elements.”  In essence, Situational Leadership® suggests that 
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different situations require different types of leadership.  While the updated Situational 
Leadership® II model will be used for analysis in this study, a look back at earlier 
Situational Leadership® concepts and changes will help to provide context for the 
discussion of this study. 
Hersey and Blanchard laid the groundwork for Situational Leadership® theory in 
their article “Life Cycle Theory of Leadership” (1969a) and since then, the theory has 
been refined in subsequent work (Blanchard, Zigarmi, & Nelson, 1993; Blanchard, P. 
Zigarmi, & D. Zigarmi, 1985; Hersey & Blanchard, 1977, 1988, 1993).  Drawing from 
Korman’s (1966) review of “initiating structure” and “consideration”, Hersey and 
Blanchard focused on the “follower” by proposing a curvilinear relationship between two 
dimensions (task and relationship) and maturity, to offer an understanding of the 
relationship between effective leadership and maturity of the follower (Hersey & 
Blanchard, 1969a).   
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Figure 2.3: The Life-Cycle Theory of Leadership 
 
(Hersey & Blanchard, 1969a) 
The authors posit that “structured task behaviors” are more suited for “immature” 
people that may need less relational attention and more “how to” information.  They also 
state that leader behavior should change from high task/low-relationships behavior to 
high-task/high-relationships behavior as the maturity of the follower increases; when the 
follower more adequately understands the “how to” of task completion, they may need 
more relational attention to keep them motivated (Hersey & Blanchard, 1969a).  The 
“maturity” of the follower was refined (Hersey & Blanchard, 1982, p. 161) to distinguish 
SLII®, Emotional Intelligence and DiSC® Behavior  19 
both the job maturity and the psychological maturity (ability and willingness) of the 
follower, and redefined again as “readiness.”  Once the readiness of the follower is 
established, the authors suggest using one of four leadership styles – telling, selling, 
participating, or delegating.  
The Situational Leadership® theory was further refined and emerged as 
Situational Leadership® II which defines leadership as “an influence process of working 
with and through people to accomplish the goals of the organization” (Zigarmi, 
Blanchard, O’Connor, & Edeburn, 2000, p. 313).  Launched in 1985, Situational 
Leadership® II defined leadership behaviors as directive or supportive dimensions based 
upon the Development Level (formerly “maturity” or “readiness”) of the follower.  
Directive behavior can be characterized by structure, control and supervision and consists 
of “clearly telling people what to do, how to do it, where to do it, and when to do it and 
then closely supervising their performance” (Blanchard, P. Zigarmi, & D. Zigarmi, 1985, 
p. 46).   Supportive behavior can be characterized by praise, listening and facilitation and 
consists of “listening to people, providing support and encouragement for their efforts, 
and then facilitating their involvement in problem-solving and decision-making” 
(Blanchard, P. Zigarmi, & D. Zigarmi, 1985, p. 46).  These two dimensions are manifest 
in different ways through the renamed, Four Basic Leadership Styles as outlined in the 
text Leadership and the One Minute Manager: 
Style 1: Directing – the leader provides specific instructions and closely 
supervises task accomplishment 
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Style 2: Coaching – the leader continues to direct and closely supervise task 
accomplishment, but also explains decisions, solicits suggestions, and 
supports progress 
Style 3: Supporting – the leader facilitates and supports subordinates’ efforts 
toward task accomplishment and shares responsibility for decision-making 
with them 
Style 4: Delegating – the leader turns over responsibility for decision-making and 
problem-solving to subordinates (Blanchard, P. Zigarmi, & D. Zigarmi, 
1985) 
Of these Four Basic Leadership Styles, Situational Leadership® II says there is no 
best fit, but rather the style used depends on the Development Level.  The Development 
Level takes into account “achievement, relative independence, and the ability to take 
responsibility” and is expanded into two parts: competence and commitment (Blanchard, 
P. Zigarmi, & D. Zigarmi, 1985, p. 49).  “Competence” is seen as “a function of 
knowledge or skills that can be gained from education, training and/or experience” and 
can further be broken down to include task knowledge and transferable skills; the 
attitudinal “commitment” is the can be broken down into confidence and motivation 
(Blanchard, P. Zigarmi, & D. Zigarmi, 1985, p. 49).  Based upon these dimensions, a 
leader can determine the Development Level of a follower, as illustrated by the table 
below: 
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Figure 2.4: Situational Leadership® II Development Levels 
 
 
(Blanchard, P. Zigarmi, & D. Zigarmi, 1985) 
Once the leader has an understanding of the Development Level of the follower, a 
leadership style may be chosen to best meet the Developmental Level and the situation. 
Table 3: Situational Leadership® II Development Levels and Appropriate Leadership 
Styles 






Structure, control, and supervise 
D2 




Direct and support 
D3 










Turn over responsibility for day-to-day decision-
making 
(Blanchard, P. Zigarmi, & D. Zigarmi, 1985) 
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Figure 2.5: Situational Leadership® II Model  
 
(Blanchard, P. Zigarmi, & D. Zigarmi, 1985) 
 
 These styles manifest in certain behaviors based upon the context, whether at the 
one-to-one, group or organizational level – further adding to the complexity of 
Situational Leadership® II.  Within the context of one-to-one influencing, a leader can 
determine what levels of directing and supporting behavior an individual requires.  
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Directive behaviors can be understood as “perceived behaviors that guide, control or 
evaluate individual, group or organizational outcomes” while supporting behavior is 
understood as “perceived behaviors that develop mutual trust and respect between the 
leader and those who are being influenced” (Zigarmi, Blanchard, O’Connor, & Edeburn, 
2000, p.316-317).  Within the group context, directing behaviors are called “structuring” 
and supporting behaviors are called “collaborating”; within the organizational context 
directing behaviors are referred to as “focusing” and supporting behaviors are referred to 
as “inspiring” (Zigarmi et al., 2000).  These directive and supportive behaviors form the x 
and y axes of the Situational Leadership® II Model, illustrating the different styles leaders 
may exhibit: Directing, Coaching, Supporting or Delegating as seen in Figure 7.  This 
model of Situational Leadership® II will be used for this study. 
 
Current Research  
Situational Leadership® (SLII®) is “one of the most widely known” (Graeff, 1997; 
Vecchio, 1987, p. 444), “most widely used” (Randolf and Blackburn, 1989; Vecchio, 
1987, p. 444), and “most popular leadership models employed in industry” (Hersey, 
Angelini, & Carakushansky, 1982; Vecchio, 1987, p. 444).  Bass (2008, p. 522) attributes 
this popularity to the theory’s “intuitive appeal” providing “freedom from principles” that 
may be more comfortable for practicing managers.  Additionally, “the simplicity of this 
instrument makes it possible to retain its prescriptions on a single small card” providing 
quick understanding of key concepts (Bass, 2008, p. 522).  Multiple generations of 
Situational Leadership® and its instruments have been studied in the military (Vecchio, 
Bullis, & Brazil, 2006; Yeakey, 2000; Yeakey, 2002), while others studies focus on 
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Situational Leadership® and organizational citizenship (Luo & Lui, 2014), employees’ 
return to work (Schreuder et al., 2013), decision making (Grube, Phipps, & Grube, 2002), 
religious discipleship (West, 2013), directive behavior (Benson, Zigarmi, & Nimon, 
2012), and group leadership (Carew, Parisi-Carew, & Blanchard, 1990).  The model has 
been used and tested with medical professionals (Bedford & Gehlert, 2013; Cooen, 
Draaisma, den Hamer, & Loeffen, 2015; Farmer, 2005; Furtado, Batista, & Silva, 2011; 
Norris & Vecchio, 1992), educators (Bodla & Nawaz, 2012; Kelley, Fernandez & 
Vecchio,1997; Thornton, & Daugherty, 2005), telecommuters (Farmer, 2005), and 
professionals around the world (Furtado, Batista & Silva, 2011; Luo & Lui, 2014; 
Silverthorne & Wang, 2001).  In addition, aspects of Situational Leadership® and 
conceptualizations of emotional intelligence (Varanian, 2006) and conceptualizations of 
personality (Sethuraman & Suresh, 2014) have been studied. 
 
Emotional Intelligence 
Similarly to “leadership”, there exists a myriad of definitions for “emotional 
intelligence”: 
 (noun) skill in perceiving, understanding, and managing emotions and feelings 
Abbreviation: EI (Dictionary.com, n.d.) 
 (noun) awareness of one's own emotions and moods and those of others, 
especially in managing people (Collins English Dictionary, n.d.) 
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 (noun) the capacity to be aware of, control, and express one’s emotions, and to 
handle interpersonal relationships judiciously and empathetically (Oxford Online 
Dictionary, n.d.) 
Furthermore, within academic literature on the subject, it seems that each study is 
conducted from slightly different definitions of the term as well: 
 the ability to recognize the meanings related to specific emotions, and to reason 
and problem-solve on the basis of them (Mayer, Caruso, & Salovey, 1999) 
 the ability to perceive and express emotions, understand and reason with emotion, 
and regulate emotions in self and others (Nowack, 2012) 
 the capacity for recognizing our own feelings and those of others, for motivating 
ourselves, and for managing emotions well in ourselves and in our relationships 
(Sunindijo, 2012) 
Additionally, within the scholarly field of emotional intelligence there are a number of 
different conceptual frameworks from which to approach the material, as outlined by 
Kenneth M. Nowack (2012) in his article “Emotional Intelligence: Defining and 
Understanding the Fad:” 
 Personality – This conceptualization was proposed by Reuven Bar-On (2006, p. 
3).  According to his model, “emotional-social intelligence is a cross-section of 
interrelated emotional and social competencies, skills and facilitators that 
determine how effectively we understand and express ourselves, understand 
others and relate with them, and cope with daily demands.”  He posits these 
factors are heavily dependent upon individual personality. 
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 Competency – Goleman and Boyatis set forth their framework for emotional 
intelligence in their article “Social Intelligence and the Biology of Leadership,” 
suggesting that emotional/social intelligence is a skill set that focuses on 
developing an interest in others and fostering positive feelings others,  extending 
their theory from a individualistic approach to a more relational (or social) 
approach (Goleman & Boyatis, 2008). 
 Mental Ability – Still others within the field base their understanding of emotional 
intelligence on the 2008 article “Emotional Intelligence: New Ability or Eclectic 
Traits?” stating that the mental ability of emotional intelligence involves 
perceiving and understanding emotions, using emotions for thought, and 
managing emotions in self and others (Mayer, Caruso, & Salovey, 2008; Nowack, 
2012). 
 Trait/Mixed-Model – This approach melds “various personality traits, 
competencies, and abilities” explained in the British Journal of Psychology 
article, “The Location of Trait Emotional Intelligence in Personality Factor 
Space,” to include four aspects: sociability, self-control, well-being, and 
emotionality (Nowack, 2012; Kokkinaki, 2007). 
 
Gardner’s Multiple Intelligences 
Emotional intelligence gained much popularity in the 90s with the release of 
Daniel Goleman’s book Emotional Intelligence (1995) and while he offered a rather 
sweeping survey of the field, there are several other comprehensive models to consider.  
Even before Goleman, the field of emotional intelligence gained some academic traction 
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when psychologist Howard Gardner introduced his theory of Multiple Intelligences in 
1983 (Gardner, 1983).  Gardner defined intelligence as “the ability to solve problems, or 
to create products, that are valued within one or more cultural settings” (Gardner, 1983).  
Furthermore, his multiple intelligences are “relatively autonomous human intellectual 
competences” referred to as “human intelligences” (Gardner, 1983, p.8).  Gardner 
summarizes the following eight “signs” of an intelligence in his article, “The Theory of 
Multiple Intelligences”:  
Table 2.4: Criteria for Identification of an Intelligence 
Criteria for Identification of an Intelligence  
 It should be seen in relative isolation in prodigies, autistic savants, stroke 
victims or other exceptional populations.  In other words, certain individuals 
should demonstrate particularly high or low levels of a particular capacity to 
contrast to other capacities. 
 It should have a distinct neural representation – that is, its neural structure and 
functioning should be distinguishable from that of other major human faculties. 
 It should have a distinct developmental trajectory.  That is, different 
intelligences should develop at different rates and along paths which are 
distinctive. 
 It should have some basis in evolutionary biology.  In other words, an 
intelligence ought to have a previous instantiation in primate or other species 
and putative survival values. 
 It should be susceptible to capture in symbol systems, of the sort used in formal 
or informal education. 
 It should be supported by evidence from psychometric tests of intelligence. 
 It should be distinguishable from other intelligences through experimental 
psychological tasks. 
 It should demonstrate a core, information-processing system.  That is, there 
should be identifiable mental processes that handle information related to each 
intelligence.  
(Davis, Christodoulou, Seider, & Gardner, 2011; Gardner, 1983; Kornahaber, Fierros, & 
Veneema, 2004)  
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With these criteria in mind, Gardner explains intelligence is more “know how” or 
applicable knowledge than “know that” or intrinsic, theoretical knowledge.  As such, an 
intelligence can include heritable potentials, but also can include skills to be developed 
(Gardner, 1983).  Seven types of intelligence can be seen in Gardner’s original work: 
Linguistic, Musical, Logical-Mathematical, Spatial, Bodily-Kinesthetic, and The Personal 
Intelligences of Interpersonal Intelligence and Intrapersonal Intelligence. 
Table 2.5: Descriptions of Gardner’s Intelligences 
Intelligences Description 
Linguistic An ability to analyze information and create products involving 
oral and written language such as speeches, books, and memos. 
Logical- 
Mathematical 
An ability to develop equations and proofs, make calculations, 
and solve abstract problems.  
Spatial An ability to recognize and manipulate large-scale and fine-
grained spatial images. 
Musical An ability to produce, remember, and make meaning of 
different patterns of sounds. 
Bodily- Kinesthetic An ability to use one’s own body to create products or solve 
problems.  
Interpersonal An ability to recognize and understand other people’s moods, 
desires, motivations and intentions. 
Intrapersonal An ability to recognize and understand his or her own moods, 
desires, motivations and intentions.  
(Gardner, 1983) 
Current emotional intelligence theories seem to mirror two intelligences identified 
by Gardner the first of which is “intrapersonal intelligence” (Grewal & Salovey, 2005).  
Gardner (1983) suggested that:  
“The core capacity at work here is access to one’s own feeling life – one’s range of 
affects or emotions: the capacity instantly to effect discriminations among these 
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feelings and, eventually, to label them, enmesh them in symbolic codes, to draw upon 
them as a means of understanding and guiding one’s behavior” (p. 339). 
Furthermore, the “interpersonal intelligence” describes how an individual can “read the 
intentions and desires – even when these have been hidden – of many other individuals 
and, potentially, to act upon this knowledge” (Gardner, 1983, p. 339).  While this 
intelligence is highly culturally based, it nonetheless carries importance as a unique 
intelligence.   
 
Salovey & Mayer Theory of Emotional Intelligence 
Moving from Multiple Intelligences to emotional intelligence, for the purpose of 
this thesis, I will draw from Salovey & Mayer’s conceptualization of emotional 
intelligence as outlined in their article, “Emotional Intelligence” (Salovey & Mayer, 
1990).  In the article, Salovey & Mayer define emotions as “organized responses, 
crossing the boundaries of many psychological subsystems, including the physiological, 
cognitive, motivational and experiential systems” (Salovey & Mayer, 1990, p. 186).  
Additionally, they define emotional intelligence as “the subset of social intelligence that 
involves the ability to monitor one’s own and others’ feelings and emotions, to 
discriminate among them and to use this information to guide one’s thinking and actions” 
(Salovey & Mayer, 1990, p. 189).  They proposed that emotional intelligence consisted of 
“Appraisal and Expression of Emotion” in self and others, “Regulation of Emotion” in 
self and others, and “Utilization of Emotion.”  The following is a model of their theory: 
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Figure 2.6: The Salovey-Mayer Model of Emotional Intelligence 
(Salovey & Mayer, 1990)  
Through the years, the research team further refined their definition of emotional 
intelligence, however the focus of this thesis will be on their original 1990 
conceptualization (Salovey & Mayer, 1990). 
The accurate “Appraisal and Expression of Emotion” involves both the self and 
the other – evaluating and communicating one’s own emotions and understanding 
emotions seen in other individuals.  In regard to the individual, introspection can be used 
to appraise emotions and moods; language and a working knowledge of non-verbal 
communication can then be used to express emotions.  Understanding emotions in others 
requires observation of non-verbal communication, comprehension of verbal 
communication and perhaps some amount of inference.  According to Salovey & Mayer 
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(1990), emotional intelligence allows individuals to “gauge accurately the affective 
responses in others and to choose socially adaptive behaviors in response” (Salovey & 
Mayer, 1990, p. 195).  “Regulation of Emotion” involves a “willingness and ability to 
monitor, evaluate, and regulate emotions” through the “meta-experiences of mood” or the 
“experiences that one has about one’s mood” (Salovey & Mayer, 1990, 196). “Regulation 
of Emotion” also includes the ability to recognize and shift the emotions of others which 
“may lead to more adaptive and reinforcing mood states.”  And lastly, the “Utilization of 
Emotion,” knowing how to harness and use emotions in constructive ways, the authors 
claim, can aid with creative thinking, decision making, and motivation, among others.   
 
Current Research 
As stated previously, emotional intelligence has seen a surge in popularity in 
recent years making it nearly impossible to list all pertinent studies.  However, in each 
branch, the field has seen continued tests of rigor and expansion of concepts in such areas 
as outdoor leadership (Hayashi, 2005), theories of personality (Caruso, Mayer & Salovey, 
2002; Siegling, Furnham, & Petrides, 2015), and culture (Bhullar, Schutte, & Malouff, 
2012; Mayer, & Beltz, 1998).  Research has been done in relation to communication 
(Sigmar, Hynes, & Hill, 2012), well-being (Schutte et al. 2002; Schutte, Manes, & 
Malouff, 2009), interpersonal relationships (Bhullar, Schutte, & Malouff, 2012; Malouff, 
Schutte, & Thorsteinsson, 2014; Schutte, et al. 2001), and work (Ayoko, & Konrad, 
2012; Sigmar, Hynes, & Hill, 2012).  Content has also been generated about adolescents 
(Charbonneau & Nicol, 2002; Rivers, S.E., et al, 2012), military members (Lackey, 2011; 
Rozcenkova, & Dimdinš, 2011), and nurses (Harper, & Jones-Schenk, 2012).  
SLII®, Emotional Intelligence and DiSC® Behavior  32 
Additionally research has examined emotional intelligence, perceived use of directive 
and supportive leader behaviors, and employee satisfaction (Benson, Zigarmi, & Nimon, 
2012). 
 
DiSC® Behavioral Model of Personality 
Similarly to “leadership” and “emotional intelligence”, “personality” can be 
classified by many different definitions: 
 (noun) the set of emotional qualities, ways of behaving, etc., that makes a person 
different from other people (Merriam Webster, n.d.) 
 (noun) the sum total of the physical, mental, emotional, and social characteristics 
of an individual (Dictionary.com, n.d.) 
And more specifically within academic fields: 
 individual differences in characteristic patterns of thinking, feeling and behaving 
(APA, 2014) 
 individuals' characteristic patterns of thought, emotion, and behavior, together 
with the psychological mechanisms (Funder, D. C., 1997) 
 your personal preferences, personal beliefs, and your history with those 
preferences and beliefs (Zigarmi et al., 2000)   
Within all the theories of personality – trait, behavioral and humanist, among 
others – a plethora of assessment and tests arise, each with a slightly different take on the 
illusive concept of personality.  The DiSC® Classic Personal Profile System® 2800 was 
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the assessment of choice for this thesis and a look back at some historically pertinent 
theories of personality will lend further contextual understanding for this study.  
 
Jungian Model of Personality  
The DiSC® assessment cannot be discussed without mention of Carl Jung’s 
personality types.  While Jung is largely known for his theory of conscious and 
unconscious processing, he launched his theory of personality types in his work entitled 
Psychological Types (1923).  In it, he organized personalities based upon dichotomous 
“Functions” and “Attitudes” of personalities.  The term “Attitudes” refers to the ways in 
which an individual orients to the world.  MBTI Type Today identified the two 
“Attitudes” as: 
 Extraversion – “Our energy moves toward the outer world of people, places and 
things; the world outside of us”  
 Introversion – “Our energy moves toward the inner world of thoughts and ideas; 
the world inside of us” (MBTI Type Today, n.d.) 
The term “Functions” refers to the way an individual understands the world and can 
be broken down into the major categories of Sensation, Intuition, Thinking and Feeling.  
These are first separated into the two perceiving “Functions” of Sensation and Intuition. 
 Sensing Perception – “The process of collecting concrete data through using our 
five senses” 
 Intuitive Perception (iNtuition) – “The process by which we make connections 
and infer meanings beyond sensory data” (MBTI Type Today, n.d.) 
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And secondly, “Functions” are separated again into two judging “Functions” of Thinking 
and Feeling.   
 Thinking Judgment – “The process we use for evaluating information by applying 
objective and logical criteria” 
 Feeling Judgment – “The process we use for evaluating information by 
considering what is important to me and you” (MBTI Type Today, n.d.) 
These “Attitudes” and “Functions” can then be combined to form the eight major 
Jungian Types.   
 
Table 2.6: Jungian Types 
Extroverted Sensing Introverted Sensing 
Extraverted Intuition Introverted Intuition 
Extraverted Thinking Introverted Thinking 
Extraverted Feeling Introverted Feeling 
 
Myers-Briggs Model of Personality  
Moving further from Jung’s “Functions” and “Attitudes,” the mother-daughter 
team of Katharine Briggs and Isabel Briggs Myers viewed personality through the lens of 
“preferences” – what an individual prefers.  In the 1940s and ‘50s, the Myers-Briggs 
team furthered the Jungian theory of these dichotomous aspects of personality with the 
Myers-Briggs Type Indicator (instrument) (Briggs-Myers, I., & Briggs, K. C. 1985).  The 
instrument serves in “The identification of basic preferences of each of the four 
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dichotomies specified or implicit in Jung's theory” and in “The identification and 
description of the 16 distinctive personality types that result from the interactions among 
the preferences” (MBTI® Basics, n.d.). 
Myers and Briggs organized the basic preferences based upon the following 
questions: 
 Extraversion/Introversion: “Do you prefer to focus on the outer world or on your 
own inner world?”  Do you prefer focusing your energy on the outer world – 
Extroversion?  Or focusing your energy on your inner world – Introversion? 
 Sensing/iNtuition: “Do you prefer to focus on the basic information you take in or 
do you prefer to interpret and add meaning?”  Do you prefer using facts to 
describe what you can prove - Sensing?  Or using ideas and possibilities – 
iNtuition? 
 Thinking/Feeling: “When making decisions, do you prefer to first look at logic 
and consistency or first look at the people and special circumstances?” Do you 
prefer making decisions based on the objective logic of the Thinking preference?  
Or the values or personal beliefs of the Feeling preference? 
 Judging/Perceiving: “In dealing with the outside world, do you prefer to get 
things decided or do you prefer to stay open to new information and options?”  
Do you prefer the planned and organized mode of the Judging preference? Or the 
flexible mode of the Perception preference? (MBTI® Basics, n.d.) 
As demonstrated by the above questions, the commentary on these different 
letters is primarily concerned with the inner workings of an individual’s mental 
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functioning.  These different preference letters are then combined to form 16 distinct 
personality types: 
Table 2.7: Myers-Briggs Types  
ISTJ ISFJ INFJ INTJ 
ISTP ISFP INFP INTP 
ESTP ESFP ESFP ENTP 
ESTJ ESFJ ENFJ ENTJ 
 
Keirsey-Bates Model of Personality  
In the book Please Understand Me, David Keirsey introduced the Keirsey 
Temperament Sorter in which he assessed four different temperaments associated with 
the Myers-Briggs Type Indicator (Keirsey, 1998).  Keirsey traced the idea of four distinct 
types or temperaments back to Hippacrates’ four “humors” straight through history to 
Myers’ Jungian types; however, Keirsey focused on temperament and character as 
aspects of personality.  He defined temperament as, “a configuration of inclinations” 
while character “is a configuration of habits…temperament pre-disposition” (Keirsey, 
1998).  Further elaborating, Keirsey explains, “temperament is the inborn form of human 
nature; character, the emergent form, which develops through the interaction of 
temperament and environment” (Keirsey, 1998).  Using the Myers-Briggs Type 
Indicator, Keirsey (1998) identified the 16 types, but took a different approach to the 
analysis of these types by “sticking to what can be observed – words and tools” instead of 
the mental mapping of Myers-Briggs.   
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DiSC® Behavioral Model of Personality  
While the Myers-Briggs understanding of type continued to gain ground, the 
DiSC® model of personality grew in tandem.  The DiSC® model was first suggested by 
psychologist William Moulton Marston in his 1928 book, Emotions of Normal People 
(Marston, 1928).  Marston focused on the individual’s “perception” of self and the 
environment.  Environment, according to Marston, is “everything but the individual 
person” and can include “other people, events, circumstances, and demands of the 
situation and even the weather” (Inscape Publishing, 1996, p. 5).  
 
Figure 2.7 Marston’s View of the Individual, Environment and Behavioral Responses 
  
Other factors such as values, beliefs and “genetic inheritance” or core personality 
traits of an individual, as indicated by the model above, may also be included as 
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influences on the behavioral responses exhibited by individuals (Inscape Publishing, 
1996).  Marston (2013) originally proposed that these basic behavioral components, how 
individuals react to their environments, could be organized into the following four main 
categories: Dominance (D), Inducement (I), Submission (S) and Compliance (C).  
Through the advancement of the theory, these behavioral responses are now identified as 
Dominance (D), Influence (i), Steadiness (S) and Conscientiousness (C) (Inscape 
Publishing, 1996; Marston, 2013).  Additionally, Marston determined that individuals can 
behave favorably or unfavorably toward their environments.  Those individuals who 
perceive the environment favorably see “the possible successes in the things they 
undertake” while those that perceive their environments unfavorably see “the possible 
pitfalls in the things they undertake” (Inscape Publishing, 1996, p. 6).  
 
Figure 2.8: Marston’s Model of Perception of Environment  
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Marston’s theory also addresses the individual’s perception of self as more 
powerful or less powerful than their environments, defined as “how much impact, control 
or effect one believes he or she has on the situation, people and events around him or her” 
(Inscape Publishing, 1996).  Individuals who perceive themselves to be more powerful 
than their environment “believe they can achieve their goals by using their force of will 
or by persuading others”; individuals who perceive themselves to be less powerful than 
their environment “believe they can achieve their goals by consistently cooperating with 
others or by adhering to established guidelines to ensure quality” (Inscape Publishing, 
1996). 
 
Figure 2.9: Marston’s Model of Perception of Self 
 
(Inscape Publishing, 1996) 
 
Perceives self as more powerful 
than the environment 
Perceives self as less powerful 
than the environment 
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These two types of perceptions – perception of self and perception of the 
environment – can then be combined into one model.  
 
Figure 2.10: Marston’s Integrated Model of Perception of Environment and Self 
 
(Inscape Publishing, 1996) 
 
Each dimension signifies a certain default or “preference” that an individual uses 
to deal with various environments or situations.  According to the text, Developing 
Leadership & Character: Knowing Enough about Yourself to Lead Others, “preference” 
can be defined as “a preconscious tendency to act or react in a certain way to an event 
experienced in the environment” (Zigarmi et al., 2000, p. 115). When behavior is 
exhibited as “a repeated demonstrated preference for a certain behavior over time,” it 
may be called a “disposition” (p. 116).  No one profile is the “best” profile, but rather 
Perceives self as less powerful 
than the environment 
Perceives self as more powerful 







SLII®, Emotional Intelligence and DiSC® Behavior  41 
“certain roles in certain situations require certain behaviors” (Zigarmi et al., 2000, p. 
170). 
The four dispositional patterns of a personality profile are broken down by the 
DiSC® Profile website of Personality Profile Solutions as follows: 
 D: Dominance – “Person places emphasis on accomplishing results, the bottom 
line, confidence” 
 i: Influence –  “Person places emphasis on influencing or persuading others, 
openness, relationships” 
 S: Steadiness – “Person places emphasis on cooperation, sincerity, dependability” 
 C: Conscientiousness – “Person places emphasis on quality and accuracy, 
expertise, competency” (DiSC® Profile, 2014) 
Each preference orients to the environment and to self differently, as illustrated by the 
table below.  
 
Table 2.8: Preference Orientation to Environment and Self 
Dimension Environment Self 
Dominance Unfavorable More Powerful 
influence Favorable More Powerful 
Steadiness Favorable Less Powerful 
Conscientiousness Unfavorable Less Powerful 
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The DiSC® Classic Facilitator’s Manual outlines succinct implications for ratings 
on each dimension: 
 “People with a high D dimension Dominate because they see challenges to 
overcome but view themselves as more powerful than those challenges.  They 
will try to change, fix or control things.” 
 “People with a high i dimension try to influence others because they feel powerful 
in a favorable environment and want others to share their views.  They try to 
influence because they believe they can.” 
 “Those with a high S dimension want to maintain the environment they see as 
favorable because they see themselves as less powerful than the environment and 
are, therefore, reluctant to change things too much.  They believe that things are 
fine as they are and ought to be left alone.” 
 “And because people with a high C dimension see themselves as having little 
power in an unfavorable environment, they try to analyze things carefully and 
then work to achieve high standards to try to follow established rules in order to 
accomplish their goals”(Inscape Publishing, 1996, p. 11). 
Although Marston did not develop his own assessment of these four categories, 
Walter V. Clarke developed the “Activity Vector Analysis” (instrument) in which his 
profile categories – Aggressive, Sociable, Stable and Avoidant – were based off of 
Marston’s original model (Inscape Publishing, 1996).  Additionally, in the 1970’s, John 
Geier created the “Personal Profile System” and from there, the assessment has continued 
to evolve (Geier, 1977).  Today, the assessment measures profiles based upon Dominance 
(D), Influence (i), Steadiness (S), and Conscientiousness (C).  The assessment addresses 
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the idea of personality through the constructs of preference and disposition and highlights 
the following for each DiSC® Group: 
 D: Emphasis is on shaping the environment by overcoming opposition to 
accomplish results 
 i: Emphasis is on shaping the environment by influencing or persuading others 
 S: Emphasis is on cooperating with others within existing circumstances to carry 
out the task 
 C: Emphasis is on working conscientiously within existing circumstances to 
ensure quality and accuracy (Inscape Publishing, 1996) 
 
Current Research 
Much research has been generated about DiSC® theory as well as others theories 
of personality (Inscape Publishing, 1996; Jones & Hartley, 2013; Kraiger & Kirkpatrick, 
2010).  Additionally, a few other topics have been assessed such as DiSC® and creativity 
(Puccio & Grivas, 2009), and personality and leadership (Marsiglia, 2005).  One article 
suggested designing employee pay based upon DiSC® assessments (Turnasella, 2002). 
  
Gaps in Research 
While continuing research is generated around each of the theories used in this 
study, there seems to be a lack of studies utilizing all three theories or instruments.  
Although leadership and personality is a popular pairing for analysis, and although 
emotional intelligence has seen renewed interest in the field of leadership studies, these 
SLII®, Emotional Intelligence and DiSC® Behavior  44 
three specific theories and instruments have not been used together.  As such, this study 
will examine the relationship between Situational Leadership® II through the use of the 
Leader Behavior Analysis II: Self®, the Salovey-Mayer conceptualization of emotional 
intelligence as assessed by the Assessing Emotions Scale and the DiSC® 




The purpose of this study is to explore whether there are significant relationships 
among self-reported scores of Situational Leadership® II Style Effectiveness, DiSC® 
behavioral dimensions and Salovey-Mayer conceptualization of emotional intelligence 
using data from the Leader Behavior Analysis II: Self®, the DiSC® Classic Personal 
Profile System® 2800 and the Assessing Emotions Scale (Blanchard, P. Zigarmi, & D. 
Zigarmi, 1985; Inscape Publishing, 1996; Salovey, & Mayer, 1990).    
  
                                                          
2 Primary references for the three theories used in this study: Blanchard, P. Zigarmi, & D. 
Zigarmi, 1985; Inscape Publishing, 1996; Salovey, & Mayer, 1990 
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Research Questions  
RQ 1.  What is the factor structure of the Leader Behavior Analysis II: Self®? 
RQ 2.  What is the factor structure of the Assessing Emotions Scale? 
RQ 3.  Is there a relationship between demographic measurements and self-reported 
measures of Situational Leadership® II Style Effectiveness? 
RQ 4.  Is there a relationship between demographic measurements and self-reported 
measures of emotional intelligence? 
RQ 5.  Is there a relationship between self-reported measures of Situational Leadership® 
II Style Effectiveness and self-reported measures of emotional intelligence? 
RQ 6.  Is there a relationship between self-reported measures of Situational Leadership® 
II Style Effectiveness and self-reported measures of DiSC® behavioral 
dimensions? 
RQ 7.  Is there a relationship between self-reported measures of DiSC® behavioral 
dimensions and self-reported measures of emotional intelligence? 
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CHAPTER 3: METHODS 
RESEARCH DESIGN 
A quantitative approach was employed in this exploratory study to examine the 
relationship between Situational Leadership® II Style Effectiveness, DiSC® behavioral 
dimensions and the Salovey & Mayer construct of emotional intelligence (Blanchard, P. 
Zigarmi, & D. Zigarmi, 1985; Inscape Publishing, 1996; Salovey, & Mayer, 1990).  The 
first objective was to see if there existed any relationships among emotional intelligence, 
DiSC® behavioral dimensions and understanding leadership strategies associated with 
Situational Leadership® II.  The second objective was to identify whether a factor 
analysis of the instruments used in this study concur with previous research.  
This study combined three instruments into an online survey: the Leader Behavior 
Analysis II: Self ®, the Assessing Emotions Scale and the DiSC® Classic Personal Profile 
System® 2800 (Inscape Publishing, 1996; Schutte, Malouff, & Bhullar, 2009; Zigarmi, 
Edeburn, & Blanchard, 1997).  These instruments were loaded into an online survey on 
the website Survs.com where participants could follow an electronic link and complete 
the survey on their own time.  Raw data was then downloaded from the site and ready to 
be analyzed.  
 
Survey Platform 
Survs.com was chosen as the platform for survey research for a number of 
reasons.  First of all, familiarity with the online platform aided in the process of loading 
survey items into the site, formatting the online survey, and downloading raw, usable data 
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from the site.  Secondly, data download settings within Survs.com aligned with the needs 
of this study; researchers are able to download complete, raw data in the form of 
individual responses from the site as opposed to downloading aggregate, general statistics 
about individual items.  While aggregate statistics may be helpful for some studies, this 
study required whole, raw data for a deeper examination of item responses.  Thirdly, an 
electronic survey platform was chosen as the medium for administration because of its 
accessibility and user-friendly format.  As stated previously, participants were able to 
access the survey on their own time, unconstrained by class time.  Furthermore, 
Survs.com’s survey interface can be formatted to enhance user-friendliness and visual 




The convenience sample of this study primarily consisted of undergraduate 
college students enrolled at a small, comprehensive, regional university within a number 
of communications classes held in Fall and Winter Quarter of the 2014-2015 academic 
year.  Instructors were approached about the study and asked to post information about 
the survey on their course’s online platform, Canvas, or provide survey information via 
email.  Because the survey was administered online, participants were able to access and 
complete the survey on their own time, outside the classroom.  It was suggested that 
instructors use this survey as an opportunity for students to accumulate extra credit in 
their courses.  Additionally, the Survs.com link was posted on a personal social media 
page and subsequently shared by a number of those in the social network.   
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Instrumentation 
Three self-reporting instruments were used in this study: the Leader Behavior 
Analysis II: Self ®, the Assessing Emotions Scale and the DiSC® Classic Personal Profile 
System® 2800.  The Leader Behavior Analysis II: Self® provides an assessment of an 
individual’s perceived use of four leadership styles outlined by the Situational 
Leadership® II theory (Zigarmi, Edeburn, & Blanchard, 1997).  The Assessing Emotions 
Scale measures perceived emotional intelligence based on the Mayer-Salovey 1990 
model (Schutte, Malouff, & Bhullar, 2009).  And the DiSC® Classic Personal Profile 
System® 2800 assesses perceived patterns of behavior based on Marston’s theory of 
personality (Inscape Publishing, 1996).  
 
Leader Behavior Analysis II: Self® 
The Leader Behavior Analysis II: Self® is a 20-item assessment of an individual’s 
perceived use of four leadership styles as outlined by the Situational Leadership® II 
theory.  Each question describes a work situation in which the participant is asked to 
assume they are the leader.  The participant is then asked to choose one of four possible 
choices of behavior to manage each situation.  These four possible choices are based 
upon the four different leadership styles of Situational Leadership® II and, as such, each 
item contains an excellent, good, fair, and poor answer.  These possible outcomes change 
with each situation, as posited in the theory of Situational Leadership® II where different 
situations require different types of leadership.   
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Leader behavior is assessed through two primary scores and four secondary 
scores; Style Flexibility and Style Effectiveness make up the two primary scores.  The 
Style Flexibility score tells an individual how often they chose the different styles and is 
rated on a scale ranging from 0-30.  The Style Effectiveness score tells an individual how 
appropriately they utilized the different leadership styles in each given situation and is 
rated on a scale ranging from 20-80.  According to Zigarmi, Edeburn and Blanchard 
(1997, p. 8), the Effectiveness score is the “most important score derived from the LBAII 
instrument.”  At the end of the assessment, an individual should be able to identify which 
style is most comfortable for them, how adeptly they can adjust their leadership style per 
situation, and how appropriate their leadership adjustments are for different situations.  
Generally speaking, instrument validity refers to the extent to which an instrument 
adequately “reflects the real meaning of the concept under consideration”; reliability 
refers to whether an instrument “applied repeatedly…would yield the same result each 
time” – the ability to measure consistently across time and space (Babbie, 1989, p.121).  
Zigarmi, Edeburn, and Blanchard (1997) describe the process of confirming the 
instrument validity of the Leader Behavior Analysis II: Self®, noting that the assessment 
shows both construct validity, predictive validity and reliability. 
 
Assessing Emotions Scale 
Nicola Schutte developed the Assessing Emotions Scale, which is a 33-item 
assessment of an individual’s perceived emotional intelligence as outlined by the Salovey 
and Mayer 1990 model of emotional intelligence which consists of “Appraisal and 
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Expression of Emotion” in self and others, “Regulation of Emotion” in self and others, 
and “Utilization of Emotion” (Schutte, Malouff, & Bhullar, 2009).  Using the Assessing 
Emotions Scale, participants rate themselves using a five-point scale and are then given 
their emotional intelligence score by reverse coding items 5, 28, and 33, and adding all 
items (Schutte, Malouff, & Bhullar, 2009).  Scores can range from 33 (indicating lower 
emotional intelligence) to 165 (indicating higher emotional intelligence).  Regarding the 
internal consistency of the Assessing Emotions Scale, Schutte et al. (1998) found that 
with a development sample of 346 participants, internal consistency as measured by 
Cronbach’s alpha to be .90.  Additionally, Schutte et al. (1998) “found that scores on the 
Assessing Emotions Scale were substantially related to greater attention to emotions, 
greater clarity of emotions, and less alexithymia” supporting the validity of the 
assessment (p. 6).  Brackett and Mayer (2003) found that the Assessing Emotions Scale 
correlates with scores on the EQ-I and the MSCEIT. 
 
DiSC® Classic Personal Profile System® 2800 
The DiSC® Classic Personal Profile System® 2800 is a 28-item assessment which 
asks participants to evaluate sets of four words and rate which two words “most” and 
“least” describe them.  The model is based on Marston’s model of behavioral dimensions 
which include Dominance, influence, Steadiness, and Conscientiousness.  While the 
original Personal Profile System, consisting of 24 sets of four words was validated in 
1972, the DiSC® Classic was developed in 1994.  Inscape Publishing reformatted the 
instrument as the DiSC® Classic Personal Profile System® 2800 and has since conducted 
research on the validity and reliability of the instrument.  According to the subsequent 
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research on a sample of 812 participants, the reliability coefficients for the four 
behavioral dimensions by graph are considered to be very good.  The assessment requires 
participants to plot the degree to which they scored each letter on three separate graphs: 
Graph I plots their scores for terms which they choose as “most” describing them, Graph 
II plots their scores for terms which they choose as “least” describing them, and Graph III 
plots the difference between their scores on “most” and “least” terms.  The reliability 
coefficients for the four behavioral dimensions are as follows: 
Table 3.1: Reliability Coefficients of the DiSC® Behavioral Dimensions 
 Graph I Graph II Graph III 
D .85 .84 .92 
i  .79 .74 .87 
S .77 .78 .88 
C .72 .74 .85 
(Inscape Publishing, 1996) 
 
Administration 
Each item from all three instruments discussed above were loaded into the online 
survey platform, Survs.com.  An introduction to the research project and general 
instructions about the overall project (time needed for completion, contact information, 
etc.) were developed to be viewed by participants at the beginning of the survey.  
Original instructions for each instrument were maintained throughout the survey. 
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Data Collection 
College students enrolled in courses at a comprehensive, regional university in 
Fall and Winter Quarters of the 2014-2015 academic year were given information about 
the survey from their instructors either via email or on their course’s online platform, 
Canvas.  Emails or Canvas sites included the electronic link to the Survs.com website 
where participants were able to access the survey.  Additionally, the Survs.com link was 
posted on a personal social media site and subsequently shared by those in the network.  
While Survs.com offers summaries and reports of data collected, raw data were collected 
directly by exporting a textual Excel file of all individual responses.  Data from surveys 
can be accessed in the “Analyze” section of an individual survey under the “Export” 
heading.   
 
Data Preparation 
Perhaps the biggest challenge of this study was preparing the data in order to 
analyze. While the initial “cleaning” came quickly (changing basic formatting patterns in 
Microsoft Excel 2015 so that the data could be loaded into the Statistical Package for the 
Social Sciences®), in order to compare responses, each instrument needed to be scored 
separately.  The Assessing Emotions Scale was the simplest to score. The responses were 
given on a 5-point scale ranging from “1 – Strongly Disagree,” “2 – Disagree,” “3 – 
Neither Agree nor Disagree,” “4 – Agree,” and “5 – Strongly Agree.”  Each text response 
of “1 – Strongly Disagree” was changed to the numeric value of “1”; each text response 
of “2 – Disagree” was changed to the numeric value of “2”, and so on for all responses.  
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According to Schutte, scale scores are calculated by reverse coding items 5, 28, and 33, 
and adding all items which creates cores ranging from 33 to 165, with higher scores 
indicated higher emotional intelligence (Schutte, Malouff, & Bhullar, 2009).  Questions 
5, 28, and 33 were reverse-scored in Excel.  Sums for the Assessing Emotions Scale were 
then determined by creating a new column in the Excel spreadsheet and filling the new 
column with the “AutoSum” function, automatically scoring each participant.  
Concerning the Leader Behavior Analysis II: Self®, each question contained four 
possible choices based upon the four different leadership styles of Situational 
Leadership® II, and as such, each item contained an excellent, good, fair, and poor 
answer.  For each question, the textual responses were changed to the simple textual 
answers of A, B, C or D (for example, from Question 1, answer A: “Tell her when you 
want the proposal and explain what you want in the proposal. Outline the steps she 
should take to become knowledgeable about the new equipment. Set daily meetings with 
her to track her progress.” was changed to a single letter instead).  The answers were first 
changed to simple textual answers to align with the Leader Behavior Analysis II - Self 
Scoring – A guide (Blanchard, Hambleton, Zigarmi, & Forsyth, 1991) in which the 
excellent, good, fair and poor responses for each question are as follows.  
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Table 3.2: Style Effectiveness Responses 
Style Effectiveness Responses 
  P F G E 
1 B D A C 
2 D B C A 
3 D C A B 
4 A D B C 
5 D B A C 
6 A C B D 
7 C A D B 
8 C B D A 
9 D B A C 
10 A B D C 
11 B C D A 
12 A C D B 
13 A D C B 
14 D B C A 
15 A C B D 
16 B D C A 
17 B D A C 
18 D C A B 
19 C A D B 
20 B C D A 
 
For each question, a chart was made to specify the numeric values to represent 
excellent, good, fair and poor responses; textual responses would be transformed into 
numeric responses for analysis purposes.  Two examples are included below:  
Table 3.3: Examples of Transformation of Textual Values to Numeric Values on the 
Leader Behavior Analysis II: Self®  
 P F G E 
LBAII 1 B D A C 
  1 2 3 4 
LBAII 2 D B C A 
  1 2 3 4 
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For each question, every individual textual response (letter) was replaced with a 
numeric counterpart to specify value.  Once this was complete, one more transformation 
was necessary to score Style Effectiveness.  According to the Leader Behavior Analysis 
II - Self Scoring – A guide, every excellent, good, fair, and poor response is to be totaled 
and multiplied by 4, 3, 1, and 1, respectively (Blanchard, Hambleton, Zigarmi, & 
Forsyth, 1991).  The following table illustrates this totaling system.  
Table 3.4: Style Effectiveness: Scoring 
Style Effectiveness: Scoring  
  P F G E 
1 B D A C 
2 D B C A 
3 D C A B 
4 A D B C 
5 D B A C 
6 A C B D 
7 C A D B 
8 C B D A 
9 D B A C 
10 A B D C 
11 B C D A 
12 A C D B 
13 A D C B 
14 D B C A 
15 A C B D 
16 B D C A 
17 B D A C 
18 D C A B 
19 C A D B 
20 B C D A 
 1 1 3 4 
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Original transformation of textual responses of A, B, C, and D were changed to 1, 
2, 3, and 4.  Therefore, each numeric response of 2 was changed to 1 to align with the 
Style Effectiveness: Scale.  Responses were then summed per participant automatically in 
Excel using the “AutoSum” function, resulting in scores ranging from 20-80.  The 
original scale data (containing responses of 1, 2, 3, and 4) were maintained for analysis 
purposes.  The transformed data (containing responses of 1, 1, 3, and 4) were used only to 
produce the Style Effectiveness Scores for participants.3  
The DiSC® data also underwent a number of transformations. According to the 
DiSC® Classic Personal Profile System® 2800 (Inscape Publishing, 2001), each response 
indicates the high or low (“most” or “least”) rating on one of the four letters seen in the 
following chart: 
  
                                                          
3 Other Leader Behavior Analysis II: Self scores were calculated per agreement with The Ken 
Blanchard Companies and are reported in the Appendices. 
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Table 3.5: DiSC® Classic Personal Profile System® 2800 Response Page 
  MOST LEAST    MOST LEAST 
1.  enthusiastic i i  15 attractive i i 
 daring D D   introspective C N 
 diplomatic C C   stubborn D D 
 satisfied S S   predictable S S 
         
2 cautious C C  16 logical C C 
 determined D D   bold D D 
 convincing i i   loyal S S 
 good-natured S N   charming i i 
         
3 friendly i N  17 sociable i i 
 accurate C C   patient S S 
 outspoken D D   self-reliant D D 
 calm N S   soft-spoken C C 
         
4 talkative i i  18 willing S S 
 controlled C C   eager D N 
 conventional S S   thorough C C 
 decisive D D   high-spirited i i 
         
5 adventurous D D  19 aggressive D D 
 insightful C C   extroverted i i 
 outgoing i i   amiable S S 
 moderate S S   fearful N C 
         
6 gentle S S  20 confident i i 
 persuasive i N   sympathetic S S 
 humble N C   impartial N C 
 original N D   assertive D D 
         
7 expressive i i  21 well-disciplined C C 
 conscientious C C   generous S S 
 dominant D D   animated i i 
 responsive N S   persistent D D 
         
8 poised i i  22 impulsive i i 
 observant C N   introverted C C 
 modest S S   forceful D D 
 impatient D D   easygoing S S 
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9 tactful C C  23 good mixer i i 
 agreeable S S   refined C C 
 magnetic i i   vigorous D D 
 insistent D D   lenient S S 
         
10 brave D D  24 captivating i i 
 inspiring i i   contented S S 
 submissive S S   demanding D D 
 timid N C   compliant C C 
         
11 reserved C C  25 argumentative D D 
 obliging S S   systematic C C 
 strong-willed D D   cooperative S S 
 cheerful i i   light-hearted i i 
         
12 stimulative i i  26 jovial i i 
 kind S S   precise C C 
 perceptive C C   direct D D 
 independent D D   even-tempered S S 
         
13 competitive D D  27 restless D D 
 considerate S S   neighborly S S 
 joyful i i   appealing i i 
 private C C   careful C C 
         
14 fussy C C  28 respectful C C 
 obedient S S   pioneering D D 
 firm D D   optimistic i i 
 playful i i   helpful S S 
(Note: “N” indicates filler or distractor answers with no value to the DiSC® assessment)  
(Inscape Publishing, 2001) 
 
For responses to every question, the above chart was used to change textual 
responses (i.e. “charming, enthusiastic”) to textual high or low letter responses.  For 
example, a participant who indicated on the first question that “enthusiastic” was most 
like them and “daring” was least like them was given the indication of “High i” and “Low 
D”.  Once all of these transformations were complete, new columns were added to the 
SLII®, Emotional Intelligence and DiSC® Behavior  59 
existing Excel worksheet and labeled “High D”, “Low D”, “High i,” “Low i,” etc. Then, 
for each column, the “CountIf” formula in Excel was used to total responses for each 
high and low number.  This created data like the following: 


















A 7 10 13 6 4 3 2 8 
B 17 3 9 4 0 8 1 11 
C 4 12 15 1 5 1 3 13 
 
This chart shows that Subject A rated on HIGH i and on LOW D, Subject B rated 
on HIGH D and on LOW C, and Subject C rated on HIGH i and on LOW C.  
From there, each participant was examined for score “Intensity” according to the 
DiSC® Classic Personal Profile System® 2800 (Inscape Publishing, 2001).  When self-
scored individually, participants are typically asked to fill in three different graphs with 
their scoring information.  Graph I illustrates their “most” or “high” letter responses, 
Graph II illustrates their “least” or “low” letter responses and Graph III illustrates the 
difference between their “most” and “least” responses to form their Personal Profile.  
This study was only concerned with “most”, high-scoring letter patterns, not full, tight or 
well-balanced patterns and, as such, participants scoring within “Segment 7” as an 
indication of intensity were the subject of further analysis. Those participants scoring 11 
or higher on “D” were selected for further study.  Those participants scoring 11 or higher 
on “i” were selected for further study.  Those participants scoring 13 or higher on “S” 
were selected for further study.  And those participants scoring 11 or higher on “C” were 
selected for further study in accordance with the DiSC® Classic Personal Profile System® 
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2800 Graph I which is concerned with the High Intensity “most” letter scores (Inscape 
Publishing, 2001). 
Figure 3.1: DiSC® Classic Personal Profile System® 2800 Graph I 
 (Inscape, 2001) 
 
The data were analyzed using IBM’s Statistical Package for the Social Sciences® 
version 20.0, hereafter referred to as SPSS®.  Subsequent analyses were conducted 
specific to each research question.  
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CHAPTER 4: FINDINGS 
OVERVIEW 
The purpose of this study was to examine the relationships among the theory of 
Situational Leadership® II, the DiSC® theory of behavioral dimensions and the Salovey & 
Mayer 1990 construct of emotional intelligence guided by the following research 
questions4: 
 
Research Questions  
RQ 1.  What is the factor structure of the Leader Behavior Analysis II: Self®? 
RQ 2.  What is the factor structure of the Assessing Emotions Scale? 
RQ 3.  Is there a relationship between demographic measurements and self-reported 
measures of Situational Leadership® II Style Effectiveness? 
RQ 4.  Is there a relationship between demographic measurements and self-reported 
measures of emotional intelligence? 
RQ 5.  Is there a relationship between self-reported measures of Situational Leadership® 
II Style Effectiveness and self-reported measures of emotional intelligence? 
                                                          
4 Primary references for the three theories used in this study: Blanchard, P. Zigarmi, & D. 
Zigarmi, 1985; Inscape Publishing, 1996; Salovey, & Mayer, 1990 
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RQ 6.  Is there a relationship between self-reported measures of Situational Leadership® 
II Style Effectiveness and self-reported measures of DiSC® behavioral 
dimensions? 
RQ 7.  Is there a relationship between self-reported measures of DiSC® behavioral 




The majority of participants (73%) ranged in age from 18-25.  This is not 
surprising considering the convenience sample of primarily undergraduate students at a 
regional comprehensive university; 9.67% of participants identified as being 26-30 years 
old, 5.33% as 31-35 years old, 3.67% as 35-40 years old, 1.33% as being 41-45 years old, 
3.33% as being 46-50 years old, 2% as being 51-60 years old, 1% as being 61-70, .33% 

















18-20 21-25 26-30 31-35 36-40 41-45 46-50 51-60 61-70 70 +
Q1: What is your age?
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Despite being given only two dichotomous titles for gender, 28.76% of 
participants identified as males while 71.24% of participants identified as female.  While 
no participants chose the third selection, “Prefer not to answer,” one participant did not 











Q2: What is your gender?
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Regarding previous work experience, 93.98% of participants indicated they had 
had previous work experience while 6.02% of participants indicated they did not have 
previous work experience.  While it is reasonable to assume that the majority of 
participants in this study were college students, it may also be reasonable to assume that 
those students, like a vast majority of college students in the United States of America, 
have been employed either part- or full-time at some point in their college years, if not 












Q3: Do you have previous work experience?
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Concerning current employment, 70.95% of participants indicated they were 
currently employed at the time of the study, while 29.05% of participants indicated they 
were not.  As stated previously, it is not unreasonable to assume that participants may be 











Q4: Are you currently employed?
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Although 56.90% of participants indicated they had had some form of supervisory 
experience at a place of work, 43.10% of participants indicated they had not.  While it 
may be surprising to learn that so many participants had supervisory experience 
considering the age range of the majority (18-25 years of age), the survey did not specify 
type of supervisory experience, leaving the phrase open to many interpretations.  For 
example, participants may not have management or administrative experience, but they 
may have been in another form of leadership role such as a shift-leader or an assistant to 
a manager.  Even these experiences may have exposed participants to leadership tactics 
and opportunities to imbue leadership situations with emotional intelligence.  The real 
purpose of the survey question was not to assess the level of supervisory experience, but 














Q5: Do you have supervisory experience at a 
place of work?
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Although the Salovey-Mayer (1990) theory of emotional intelligence was not 
specifically mentioned, in regard to general familiarity with the theory of emotional 
intelligence, 36.33% of participants indicated they had no knowledge of a theory of 
emotional intelligence, 35.67% indicated they had heard of it, 11.33% indicated they had 
read about it, 12.33% indicated they had learned about it in a class, and 4.33% indicated 
they had previously taken the Assessing Emotions Scale.  These findings are not 
surprising considering the convenience sample of the study.  As stated before, the 
majority of participants were most likely university students and although students may 
have an opportunity to learn about differing theories of intelligences perhaps in a 
psychology class, it could be argued that school systems in the United States of America, 
by and large, do not place a large emphasis on multiple intelligences either in regard to 
teaching strategies or curricula, therefore, lack of prior knowledge of emotional 
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Regarding familiarity with the theory of Situational Leadership®, 37.33% of 
participants indicated they had no knowledge of it, 29.33% indicated they had heard of it, 
9% indicated they had read about it, 20.67% indicated they had learned about it in a class, 
and 3.67% indicated they had previously taken the Leader Behavior Analysis II: Self® 
test.  These results are expected in that the theories of Situational Leadership® and 
Situational Leadership® II are more widely used in corporate or organizational consulting 
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Analysis II: Self test
Q7: How familiar are you with the theory of Situational 
Leadership®?
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In regard to familiarity with the DiSC® personality theory, 72.24% of participants 
indicated they had no knowledge of it, 14.05% indicated they had heard of it, 5.35% 
indicated they had read about it, 4.68% indicated they had learned about it in a class, and 
3.68% indicated they had previously taken the DiSC® Classic Personal Profile System®.  
This may be accounted for similarly to Question 6 concerning emotional intelligence; 
despite the premium placed on “individuality” in American society, it may be that 
participants have not been exposed to different theories of personality.   
 
DATA ANALYSIS 
Research Questions 1 and 2 were concerned with the factor structures of two 
instruments used in this study: the Leader Behavior Analysis II: Self® and the Assessing 
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RQ 1:  What is the factor structure of the Leader Behavior Analysis II: Self®? 
While RQ 1 was concerned with the factor structure of the Leader Behavior 
Analysis II: Self®, it is helpful to look at the dispersion of data collected from the Leader 
Behavior Analysis II: Self®.  Typically, the average score on the Leader Behavior 
Analysis II: Self® is 54 with a standard deviation of 4 (Blanchard, Hambleton, Zigarmi, 
& Forsyth, 1991).  According to Babbie, standard deviation is “an index of the amount of 
variability in a set of data. A higher standard deviation means the data are more 
dispersed; a lower standard deviation means that they are more bunched together” 
(Babbie, 2010, p. 432).  Ideally speaking, data collected should follow a normal curve 
similar to the one seen below:   
Figure 4.1: Example of a Normal Distribution 
 
(Data Analysis, n.d.) 
This means that the majority of the sample falls between two standard deviations 
of the mean and a very small amount falls on the outer-most levels.  
Overall, the average score from this study was 46.90 with a standard deviation of 
6.9.  This data is different from typical patterns of dispersion collected from the Leader 
Behavior Analysis II: Self® in that this study’s average is lower than typically expected 
SLII®, Emotional Intelligence and DiSC® Behavior  71 
(around 47 as compared to 54) and the standard deviation is larger than typically 
expected (around 7 as compared to 4).  This means that the scores of the sample from this 
study were more dispersed or more varied than typically seen in sample populations.  
Participant responses are organized by standard deviation in the following chart:  
 
 
(Note: Numeric values were rounded to the nearest whole number to align with the Leader Behavior 
Analysis II: Self® scale) 
It would be logical to assume that each item would break down into 4 factors 
based upon the four Leadership Styles of Situational Leadership® II.  As such, the items 
would fall into the following categories:  
Style 1: Items 2, 4, 7, 13, 18 
Style 2: Items 1, 3, 10, 19, 20 
Style 3: Items 5, 6, 8, 12, 14 












































Leader Behavior Analysis: Self®
Scores:  20-25 26-32 33-39 40-46 47-54 55-61 62-68 69-75 76-80 
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Table 4.1: Expected Leader Behavior Analysis II: Self® Factor Structure 
Expected Leader Behavior Analysis II: Self® Factor Structure 
1 
2 
Your task force has been working hard to complete its division-wide report.  A 
new member has joined the group.  He must present cost figures at the end of 
next week, but he knows nothing about the report requirements and format.  
He is eager to learn more about his role in the group.  You would... 
4 
Your work group's composition has changed because of company 
restructuring.  Performance levels have dropped.  Deadlines are being missed 
and your boss is concerned. Group members want to improve their 
performance but need more knowledge and skills. You would... 
7 
You have asked one of your senior employees to take on a new project.  In the 
past his performance has been outstanding.  The project you have given him is 
important to the future of your work group.  He is excited about the new 
assignment but doesn't know where to begin because he lacks project 
information. You would... 
13 
You were recently assigned a new employee who will perform an important 
job in your unit.  Even though she is inexperienced, she is enthusiastic and 
feels she has the confidence to do the job.  You would… 
18 
You and your boss know that your department needs a new set of work 
procedures to improve long-term performance.  Department members are 
eager to make some changes; but because of their specialized functions, they 




You have asked a new employee to write a proposal to buy new equipment for 
the division. She needs to learn more about this equipment to make a sound 
decision about options and costs. She feels this assignment will stretch her 
already-full schedule.  You would... 
3 
You have recently noticed a performance problem with one of your people.  
He demonstrates an “I don't care” attitude.  Only your constant prodding has 
brought about task completion.  You suspect he may not have enough 
expertise to complete the high-priority task you have given him.  You would... 
10 
Due to an organizational change, you have been assigned six new people 
whose performance has been declining over the past three months.  They do 
not seem to have the task knowledge and skills to do their new jobs, and their 
attitudes have worsened because of the change.  In a group meeting, you 
would... 
19 
You were recently appointed head of your division.  Since taking over, you 
have noticed a drop in performance.  There have been changes in technology, 
and your staff has not mastered the new skills and techniques.  Worst of all, 
they do not seem to be motivated to learn these skills.  In a group meeting, you 
would... 
20 
You have noticed that one of your inexperienced employees is not properly 
completing certain reports.  These reports are inaccurate and incomplete.  She 
is not enthusiastic about this task and often thinks paperwork is a waste of 
time.  You would… 
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3 
5 
Because of budget cuts, it is necessary to consolidate.  You have asked a 
highly experienced department member to take charge of the consolidation.  
This person has worked in all areas of your department.  In the past she has 
usually been eager to help.  While you feel she is able to perform the 
assignment, she seems indifferent to the task.  You would... 
6 
For the second time in a month, you are having a problem with one of your 
employees.  His weekly progress reports have been incomplete and late.  In the 
past year he has completed his reports accurately and submitted them on time.  
This is the first time you have spoken to him about this problem.  You would... 
8 
One of your staff members is feeling insecure about a job you have assigned to 
him.  He is highly competent and you know that he has the skills to 
successfully complete the task.  The deadline for competition is near.  You 
would… 
12 
Your unit members have an excellent performance record over the past two 
years.  However, they have recently experienced three major setbacks due to 
factors beyond their control.  Their performance and morale have drastically 
dropped and your boss is concerned.  In a group meeting, you would... 
14 
Your boss has asked you to increase your unit's output by seven percent.  You 
know this can be done, but it will require your active involvement. To free 
your time, you must reassign the task of developing a new cost control system 
to one of your employees.  The person you want has considerable experience 
with cost control systems, but she is slightly unsure of doing this task on her 
own.  You would... 
4 
9 
Your staff has asked you to consider changes in their work schedule due to an 
expansion in the customer base.  Their changes make good sense to you.  
Members are very competent and work well together.  You would… 
11 
A member of your department has had a fine performance record over the last 
22 months.  He is excited by the challenges of the upcoming year.  Budgets 
and unit goals have not changed much from last year.  In a meeting with him 
to discuss goals and an action plan for next year, you would... 
15 
Your boss has asked you to assign someone to serve on a company-wide task 
force.  This task force will make recommendations for restructuring the 
company's compensation plan.  You have chosen a highly productive 
employee who knows how her coworkers feel about the existing compensation 
plan.  She has successfully led another unit task force.  She wants the 
assignment.  You would... 
16 
Due to illness in your family, you have been forced to miss two meetings of a 
committee under your direction.  Upon attending the next meeting, you find 
that the committee is operating well and making progress toward completing 
its goals.  All group members come prepared, actively participate, and seem to 
be enthusiastic about their progress.  You are unsure of what your role should 
be.  You would... 
17 
Your staff is very competent and works well on their own.  Their enthusiasm is 
high because of a recent success.  Their performance as a group is outstanding.  
Now, you must set unit goals for next year.  In a group meeting, you would… 
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With this in mind, a confirmatory factor analysis was performed in SPSS®.  
According to Babbie (1989, p. 450), factor analysis “is used to discover patterns among 
the variations in values of several variables… through the generation of artificial 
dimensions (factors) that correlate highly with several of the real variables and that are 
independent of one another.”  Stipulating 4 factors for this study, the following is the 
resulting output for the Leader Behavior Analysis II: Self® items: 
Table 4.2: Leader Behavior Analysis II: Self® Factor Structure Rotated Matrix 
Leader Behavior Analysis II: Self®  
 Factor Structure Rotated Matrix 
  1 2 3 4 
9 0.521 -0.054 0.07 -0.017 
2 -0.448 0.262 0.13 0.23 
5 0.438 0.122 0.102 -0.049 
15 0.423 0.4 -0.18 0.233 
10 0.419 0.091 -0.067 0.075 
8 0.118 0.657 0.008 -0.196 
11 -0.199 0.532 -0.221 -0.074 
14 0.105 0.442 -0.029 -0.009 
17 0.278 0.412 0.1 -0.101 
20 -0.051 0.342 0.051 0.096 
19 0.229 -0.103 0.71 0.051 
18 -0.326 0.233 0.589 0.026 
6 0.446 0.138 -0.462 0.183 
16 -0.009 0.258 -0.401 0.188 
3 0.046 0.122 0.313 0.252 
13 0.246 0.031 0.105 0.671 
12 0.414 0.047 0.026 -0.535 
4 0.026 -0.325 0.246 0.425 
7 0.029 -0.068 -0.082 0.362 
1 -0.201 0.049 -0.039 0.327 
Extraction Method: Principal Component 
Analysis. 
 Rotation Method: Varimax with Kaiser 
Normalization. 
a. Rotation converged in 6 iterations. 
Factor 1: Items 2, 5, 9, 10, 15 
 
Factor 2: Items 8, 11, 14, 17, 20 
 
Factor 3: Items 3, 6, 16, 18, 19 
 
Factor 4: Items 1, 4, 7, 12, 13 
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Table 4.3: Leader Behavior Analysis II: Self® Factor Structure Found 
Leader Behavior Analysis II: Self® Factor Structure Found 
1 
9 
Your staff has asked you to consider changes in their work schedule due to an 
expansion in the customer base.  Their changes make good sense to you.  
Members are very competent and work well together.  You would… 
2 
Your task force has been working hard to complete its division-wide report.  
A new member has joined the group.  He must present cost figures at the end 
of next week, but he knows nothing about the report requirements and format.  
He is eager to learn more about his role in the group.  You would... 
5 
Because of budget cuts, it is necessary to consolidate.  You have asked a 
highly experienced department member to take charge of the consolidation.  
This person has worked in all areas of your department.  In the past she has 
usually been eager to help.  While you feel she is able to perform the 
assignment, she seems indifferent to the task.  You would... 
15 
Your boss has asked you to assign someone to serve on a company-wide task 
force.  This task force will make recommendations for restructuring the 
company's compensation plan.  You have chosen a highly productive 
employee who knows how her coworkers feel about the existing 
compensation plan.  She has successfully led another unit task force.  She 
wants the assignment.  You would... 
10 
Due to an organizational change, you have been assigned six new people 
whose performance has been declining over the past three months.  They do 
not seem to have the task knowledge and skills to do their new jobs, and their 




One of your staff members is feeling insecure about a job you have assigned 
to him.  He is highly competent and you know that he has the skills to 
successfully complete the task.  The deadline for competition is near.  You 
would… 
11 
A member of your department has had a fine performance record over the last 
22 months.  He is excited by the challenges of the upcoming year.  Budgets 
and unit goals have not changed much from last year.  In a meeting with him 
to discuss goals and an action plan for next year, you would... 
14 
 Your boss has asked you to increase your unit's output by seven percent.  
You know this can be done, but it will require your active involvement. To 
free your time, you must reassign the task of developing a new cost control 
system to one of your employees.  The person you want has considerable 
experience with cost control systems, but she is slightly unsure of doing this 
task on her own.  You would... 
17 
Your staff is very competent and works well on their own.  Their enthusiasm 
is high because of a recent success.  Their performance as a group is 
outstanding.  Now, you must set unit goals for next year.  In a group meeting, 
you would… 
20 
You have noticed that one of your inexperienced employees is not properly 
completing certain reports.  These reports are inaccurate and incomplete.  She 
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is not enthusiastic about this task and often things paperwork is a waste of 
time.  You would… 
3 
19 
You were recently appointed head of your division.  Since taking over, you 
have noticed a drop in performance.  There have been changes in technology, 
and your staff has not mastered the new skills and techniques.  Worst of all, 
they do not seem to be motivated to learn these skills.  In a group meeting, 
you would... 
18 
You and your boss know that your department needs a new set of work 
procedures to improve long-term performance.  Department members are 
eager to make some changes; but because of their specialized functions, they 
lack the knowledge and skills for understanding the “big picture.” You would 
6 
For the second time in a month, you are having a problem with one of your 
employees.  His weekly progress reports have been incomplete and late.  In 
the past year he has completed his reports accurately and submitted them on 
time.  This is the first time you have spoken to him about this problem.  You 
would... 
16 
Due to illness in your family, you have been forced to miss two meetings of a 
committee under you direction.  Upon attending the next meeting, you find 
that the committee is operating well and making progress toward completing 
its goals.  All group members come prepared, actively participate, and seem 
to be enthusiastic about their progress.  You are unsure of what your role 
should be.  You would... 
3 
You have recently noticed a performance problem with one of your people.  
He demonstrates an “I don't care” attitude.  Only your constant prodding has 
brought about task completion.  You suspect he may not have enough 
expertise to complete the high-priority task you have given him.  You would. 
4 
13 
You were recently assigned a new employee who will perform an important 
job in your unit.  Even though she is inexperienced, she is enthusiastic and 
feels she has the confidence to do the job.  You would… 
12 
 Your unit members have an excellent performance record over the past two 
years.  However, they have recently experienced three major setbacks due to 
factors beyond their control.  Their performance and morale have drastically 
dropped and your boss is concerned.  In a group meeting, you would... 
4 
Your work group's composition has changed because of company 
restructuring.  Performance levels have dropped.  Deadlines are being missed 
and your boss is concerned. Group members want to improve their 
performance but need more knowledge and skills. You would... 
7 
You have asked one of your senior employees to take on a new project.  In 
the past his performance has been outstanding.  The project you have given 
him is important to the future of your work group.  He is excited about the 
new assignment but doesn't know where to begin because he lacks project 
information. You would... 
1 
You have asked a new employee to write a proposal to buy new equipment 
for the division. She needs to learn more about this equipment to make a 
sound decision about options and costs. She feels this assignment will stretch 
her already-full schedule.  You would... 
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The expected factor structure and the factor structure found in this study can be 
seen side-by-side below with the expected Leader Behavior Styles on the left and the 
factors found in this study on the right:  
Table 4.4: Leader Behavior Analysis II: Self® Expected Factors and Factors Found 






2  9 
1 
4  2 
7  5 
13  15 
18  10 
2 
1  8 
2 
3  11 
10  14 
19  17 
20  20 
3 
5  19 
3 
6  18 
8  6 
12  16 
14  3 
4 
9  13 
4 
11  12 
15  4 
16  7 
17  1 
 
The factor structure found in this study did not align with the expected structure.  
Each of the resulting factors contained multiple items assumed to fall into the separate 
Situational Leadership® II leadership styles.  The first factor contained one item 
associated with “Style 1,” one item associated with “Style 2,” one item associated with 
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“Style 3” and two items associated with “Style 4.”  The second factor contained one item 
associated with “Style 2,” two items associated with “Style 3,” and two items associated 
with “Style 4.”  The third factor contained one item associated with “Style 1,” two items 
associated with “Style 2,” one item associated with “Style 3” and one item associated 
with “Style 4.”  And lastly, the fourth factor contained three items associated with “Style 
1,” one item associated with “Style 2,” and one item associated with “Style 3.”   
The inconsistent factors across all items of the LBAII: Self® may be suggestive of 
multiple descriptive statistics discussed previously.  First of all, the age of the sample, 
73% of whom ranged in age from 18-25 may indicate few opportunities for positions of 
leadership in which Situational Leadership® II may be used and learned.  Secondly, while 
93.98% of participants indicated they had had previous work experience and 70.95% of 
participants indicated they were currently employed, there may have been limited 
exposure to or awareness of leadership strategies in these contexts.  Thirdly, although 
56.90% of participants indicated they had had some form of supervisory experience, it 
may be that such supervisory experience does not have the longevity necessary to fully 
understand and apply general concepts of leadership in the workplace.  Additionally, in 
regard to familiarity with Situational Leadership® II theory, 66.67% of participants 
indicated they had no knowledge of, or had only heard of the theory with a little more 
than 33% of participants indicating they had read about Situational Leadership® II theory, 
learned about it in a class or had taken the LBAII: Self®.  This lack of exposure to the 
ideas of Situational Leadership® II may account for the inconsistency between the 
expected factor structure and the structure of this factor analysis.  
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RQ 2: What is the factor structure of the Assessing Emotions Scale? 
While RQ 2 was concerned with the factor structure of the Assessing Emotions 
Scale, it is helpful to look at the dispersion of data collected from the Assessing Emotions 
Scale.  Overall, the average score from this study was 126.37 with a standard deviation of 
17.53.  The larger standard deviation means that the scores of the sample from this study 
were more dispersed and not as tightly distributed.  Participant responses are organized 
by standard deviation in the following chart:  
 
Scores: 74-90 91-108 109-125 126-144 145-161 162-165 
(Note: Numeric values were rounded to the nearest whole number to align with the Assessing Emotions 
Scale) 
 
RQ 2 was interested in the factor structure of the Assessing Emotions Scale and as 
such, a confirmatory factor analysis was performed using SPSS®.  The factor structure of 
the Assessing Emotions Scale has been the topic of multiple studies, yet according to 
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used subscale (Schutte, Malouff, & Bhullar, 2009).  Shutte posits the following four-
factor solution subscale as seen in the work of Petrides and Furnham (2000), Ciarrochi et 
al. (2001), and Saklafske et al. (2003): 
Perception of Emotions: Items 5, 9, 15, 18, 19, 22, 25, 29, 32, 33 
Managing Own Emotions: Items 2, 3, 10, 12, 14, 21, 23, 28, 31 
Managing Others’ Emotions: Items 1, 4, 11, 13, 16, 24, 26, 30 
Utilization of Emotions: Items 6, 7, 8, 17, 20, 27 
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Table 4.5: Expected Assessing Emotions Scale Factor Structure 
Expected Assessing Emotions Scale Factor Structure  
1 
5 I find it hard to understand the non-verbal messages of other people 
9 I am aware of my emotions as I experience them 
15 I am aware of the non-verbal messages I send to others 
18 
By looking at their facial expressions, I recognize the emotions people are 
experiencing 
19 I know why my emotions change 
22 I have control over my emotions 
25 I am aware of the non-verbal messages other people send 
29 I know what other people are feeling just by looking at them 
32 I can tell how people are feeling by listening to the tone of their voice 
33 It is difficult for me to understand why people feel the way they do 
2 
2 
When I am faced with obstacles, I remember times I faced similar obstacles and 
overcame them 
3 I expect that I will do well on most things I try 
10 I expect good things to happen 
12 When I experience a positive emotion, I know how to make it last 
14 I seek out activities that make me happy 
21 I have control over my emotions 
23 I motivate myself by imagining a good outcome to tasks I take on 
28 When I am faced with a challenge, I give up because I believe I will fail 
31 I use good moods to help myself keep trying in the face of obstacles 
3 
1 I know when to speak about my personal problems to others 
4 Other people find it easy to confide in me 
11 I like to share my emotions with others 
13 I arrange events others enjoy 
16 I present myself in a way that makes a good impression on others 
24 I compliment others when they have done something well 
26 
When another person tells me about an important event in his or her life, I 
almost feel as though I have experienced this event myself 
30 I help other people feel better when they are down 
4 
6 
Some of the major events of my life have led me to re-evaluate what is important 
and not important 
7 When my mood changes, I see new possibilities 
8 Emotions are one of the things that make my life worth living 
17 When I am in a positive mood, solving problems is easy for me 
20 When I am in a positive mood, I am able to come up with new ideas 
27 When I feel a change in emotions, I tend to come up with new ideas 
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With this in mind, a confirmatory factor analysis was conducted using SPSS® 
with the constraint of a four-factor solution and the following output of the Assessing 
Emotions Scale items emerged: 
Table 4.6: Assessing Emotions Scale Factor Structure Rotated Matrix 
Assessing Emotions Scale 
 Factor Structure Rotated Matrix 
 1 2 3 4 
EQ25 .689 .086 .191 .076 
EQ9 .672 .216 -.008 .139 
EQ22 .588 .377 .046 .084 
EQ32 .567 .080 .396 -.037 
EQ29 .566 .031 .370 -.063 
EQ18 .563 .076 .314 .157 
EQ4 .525 .008 .052 .397 
EQ30 .480 .126 .376 .346 
EQ5 .423 .006 -.009 -.003 
EQ24 .401 .218 .216 .390 
EQ19 .396 .346 -.045 -.036 
EQ15 .366 .189 .003 .244 
EQ33 .359 .036 .026 .227 
EQ3 .128 .641 .188 .207 
EQ10 .013 .611 .237 .300 
EQ28 .063 .610 .038 .052 
EQ21 .308 .571 -.100 -.228 
EQ2 .098 .519 .122 .283 
EQ12 .183 .512 .154 .295 
EQ23 .099 .510 .414 -.006 
EQ27 .039 .066 .727 .125 
EQ7 .095 .126 .687 .003 
EQ31 .078 .347 .539 .209 
EQ20 .157 .145 .534 .235 
EQ26 .232 -.141 .469 .269 
EQ17 .089 .161 .398 .367 
EQ11 -.021 -.124 .085 .629 
EQ1 .320 .238 -.224 .521 
EQ16 .146 .380 .203 .483 
EQ8 -.058 .191 .299 .480 
EQ6 .202 .125 .187 .453 
EQ14 .155 .224 .136 .452 
EQ13 .065 .170 .295 .320 
Extraction Method: Principal Component Analysis.  
 Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 8 iterations. 
Perception of Emotions:  
Items 4, 5, 9, 15, 18, 19, 22, 24, 
25, 29, 30, 32, 33 
 
 
Managing Own Emotions:  
Items 2, 3, 10, 12, 21, 23, 28  
 
Utilization of Emotions:  
Items 7, 17, 20, 26, 27, 31 
 
Managing Others’ Emotions:  
Items 1, 6, 8, 11, 13, 14, 16 
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For the purposes of comparison, using the same factor titles as the expected factor 
structure, the factor structure found in this study aligns with the following list: 
Perception of Emotions: Items 4, 5, 9, 15, 18, 19, 22, 24, 25, 29, 30, 32, 33 
Managing Own Emotions: Items 2, 3, 10, 12, 21, 23, 28  
Utilization of Emotions: Items 7, 17, 20, 26, 27, 31 
Managing Others’ Emotions: Items 1, 6, 8, 11, 13, 14, 16 
 
To compare with the expected factor structure, the following table illustrates the 
factors found in this study: 
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Table 4.7: Assessing Emotions Scale Factor Structure Found 
Assessing Emotions Scale Factor Structure Found 
1 
25 I am aware of the non-verbal messages other people send 
9 I am aware of my emotions as I experience them 
22 I easily recognize my emotions as I experience them 
32 I can tell how people are feeling by listening to the tone of their voice 
29 I know what other people are feeling just by looking at them 
18 
By looking at their facial expressions, I recognize the emotions people are 
experiencing 
4 Other people find it easy to confide in me 
30 I help other people feel better when they are down 
5 I find it hard to understand the non-verbal messages of other people 
24 I compliment others when they have done something well 
19 I know why my emotions change 
15 I am aware of the non-verbal messages I send to others 
33 It is difficult for me to understand why people feel the way they do 
2 
3 I expect that I will do well on most things I try 
10 I expect good things to happen 
28 When I am faced with a challenge, I give up because I believe I will fail 
21 I have control over my emotions 
2 
When I am faced with obstacles, I remember times I faced similar obstacles and 
overcame them 
12 When I experience a positive emotion, I know how to make it last 
23 I motivate myself by imagining a good outcome to tasks I take on 
3 
27 When I feel a change in emotions, I tend to come up with new ideas 
7 When my mood changes, I see new possibilities 
31 I use good moods to help myself keep trying in the face of obstacles 
20 When I am in a positive mood, I am able to come up with new ideas 
26 
When another person tells me about an important event in his or her life, I almost 
feel as though I have experienced this event myself 
17 When I am in a positive mood, solving problems is easy for me 
4 
11 I like to share my emotions with others 
1 I know when to speak about my personal problems to others 
16 I present myself in a way that makes a good impression on others 
8 Emotions are one of the things that make my life worth living 
6 
Some of the major events of my life have led me to re-evaluate what is important 
and not important 
14 I seek out activities that make me happy 
13 I arrange events others enjoy 
SLII®, Emotional Intelligence and DiSC® Behavior  85 
The expected factor structure and the factor structure found in this study can be 
seen side-by-side below with the expected Assessing Emotions Scale factors on the left 
and the factors found in this study on the right:  
Table 4.8: Assessing Emotions Scale Expected Factors and Factors Found 
Assessing Emotions Scale 
Expected Factors  Factors Found 
1 
5  25 
1 
9  9 
15  22 
18  32 
19  29 
22  18 
25  4 
29  30 
32  5 
33  24 
2 
2  19 
3  15 
10  33 
12  3 
2 
14  10 
21  28 
23  21 
28  2 
31  12 
3 
1  23 
4  27 
3 
11  7 
13  31 
16  20 
24  26 
26  17 
30  11 
4 4 
6  1 
7  16 
8  8 
17  6 
20  14 
27  13 
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In comparison with the expected factor analysis, the strongest factor seemed to be 
“Perception of Emotions.”  All of the 10 items in the expected factor structure emerged in 
this factor with the addition of three items from the factor “Managing Others’ Emotions.”  
The second most consistent factor was “Managing Own Emotions” which contained 
items exclusively from the factor of the same name from the expect factor structure, 
seven of the nine total items.  The consistency of these factors may indicate even though 
this particular sample consists of primarily younger participants, basic self-awareness and 
self-understanding may be present in the general population regardless of age bracket.   
“Utilization of Emotions” was the third most consistent factor containing four of 
the six original items from the expected factor structure along with one item from 
“Managing Own Emotions” and one item from “Managing Others’ Emotions.”  
“Managing Others’ Emotions” was the most loosely consistent with the expected factor 
of the same name, containing just four of the eight items, including two items from 
“Utilization of Emotions” and one item from “Managing Own Emotions.”  The 
inconsistency of these factors may be an indication of the primary age of the sample, 73% 
of which ranged in age from 18-25.  It may be that individuals within this age range are 
still learning to control and focus emotions, indeed, to channel emotions into positive 
outcomes.  Furthermore, it may be that these individuals have had fewer opportunities to 
develop long-term, rich interpersonal relationships and are still honing their abilities to 
“read” and understand emotions in others.  
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RQ 3: Is there a relationship between demographic measurements and self-reported 
measures of Situational Leadership® II Style Effectiveness? 
The third research question of this study was concerned with examining the 
relationship between demographic measurements and self-reported measures of 
Situational Leadership® II Style Effectiveness.  A bivariate correlation was performed to 
assess whether any relationships existed between demographic measures and scores of 
Style Effectiveness on the Leader Behavior Analysis II: Self®.  All correlations found 
were too small to be considered statistically significant, as seen in the following chart: 
Table 4.9: Correlations: Demographic Measures and Leader Behavior Analysis II: Self® Scores 
Correlations: Demographic Measures and  
Leader Behavior Analysis II® Scores 
Pearson 











.117 .019 -.013 .017 -.043 .078 
 
It would be reasonable to assume that considerable work experience, supervisory 
experience or familiarity with Situational Leadership® II could allow respondents to score 
more accurately on the Leader Behavior Analysis II: Self®, either through their own 
personal work or supervisory experiences, or with knowledge of the SLII® theory itself.  
Both work experience and supervisory experience correlated negatively with overall 
scores of Style Effectiveness which indicates that no difference was found in Style 
Effectiveness scores even as work experience and supervisory experience increased.  
However, it is also reasonable to assume that a larger sample population or a sample 
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population consisting of a more diverse age range in future research studies would yield 
different results.  
 
RQ 4:  Is there a relationship between demographic measurements and self-
reported measures of emotional intelligence? 
The fourth research question of this study was concerned with examining the 
relationship between demographic measurements and self-reported measures of 
emotional intelligence.  A bivariate correlation was performed on the demographic 
measures and respondent scores on the Assessing Emotions Scale.  All correlations found 
were too small to be considered statistically significant, as seen in the following chart: 
Table 4.10: Correlations: Demographic Measures and Assessing Emotions Scale Scores 
Correlations: Demographic Measures and  
Assessing Emotions Scale Scores 
Pearson 










 -.065 -.026 .004 -.080 -.025 -.029 
 
It would be reasonable to assume that scores of emotional intelligence would 
increase as the age of the respondents increased, as the work experience of the 
respondents increased and as the supervisory experience of the respondents increased; 
however, the negative correlations found indicate that no difference in emotional 
intelligence scores was found even as the age, work experiences, employment and 
supervisory experience increased.  A number of correlations in this study were found to 
be negative and all were too small to be considered statistically significant which could 
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be due to the small sample population, though it seems more likely to be attributed to the 
age of the group.  It may be that the participants in this study were still learning to 
recognize, manage and utilize their emotions.  
 
RQ 5: Is there a relationship between self-reported measures of Situational 
Leadership® II Style Effectiveness and self-reported measures of emotional 
intelligence? 
To assess whether there existed a relationship between self-reported measures of 
Situational Leadership® II Style Effectiveness and emotional intelligence, a bivariate 
correlation was performed in SPSS® using participants’ Style Effectiveness scores and 
participants’ Assessing Emotions Scale scores.   
Table 4.11: Correlation: Emotional Intelligence Scores and Leader Behavior Analysis II: 
Self® Scores 
Correlation: Emotional Intelligence Scores 

















 Sig. (2-tailed) .650   
a. Listwise N=249 
 
Note: “AES Sum” indicates Assessing Emotions Scale Scores; “LBAE Scores” indicates Leader Behavior 
Analysis II: Self® Style Effectiveness Scores. 
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The correlation produced was not statistically significant and found a negative 
relationship between the two self-reported scores.  A negative correlation indicates that as 
one variable increases in value, the other decreases in value.  Within this study, such a 
relationship would suggest that as one score on an instrument increased, the score on the 
other instrument decreased.  This may seem counterintuitive, yet could be accounted for 
by the small sample size of the study, the average age of the majority of the participants, 
or a lack of prior knowledge of the two theories used.  
 
RQ 6: Is there a relationship between self-reported measures of Situational 
Leadership® II Style Effectiveness and self-reported measures of DiSC® behavioral 
dimensions? 
To assess whether or not there existed a relationship between self-reported 
measures of Situational Leadership® II Style Effectiveness and DiSC® behavioral 
dimensions, first, the data were separated to reflect the different behavioral dimensions.  
This study was only concerned with high-scoring letter patterns, not full, tight or well-
balanced patterns and, as such, participants scoring within “Segment 7” as an indication 
of intensity were subjected to further analysis. Those participants scoring 11 or higher on 
“D” were selected for further study.  Those participants scoring 11 or higher on “i” were 
selected for further study.  Those participants scoring 13 or higher on “S” were selected 
for further study.  And those participants scoring 11 or higher on “C” were selected for 
further study.  The following chart illustrates the average scores on the Leader Behavior 
Analysis II: Self® by High Intensity DiSC® Scores: 
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(Note: Numeric values were rounded to the nearest whole number to align with the Leader 
Behavior Analysis II: Self® scale) 
While the average score of all responses from this study was 46.90 with a 
standard deviation of 6.9, participants scoring highly on “D” averaged 47, participants 
scoring highly on “i” averaged 45, participants scoring highly on “S” averaged 47, and 
participants scoring highly on “C” averaged 52.  Participants rating highly on “i” scored 
just slightly below the average, participants rating highly on “D” and “S” scored just on 
average and participants rating highly on “C” scored just above the overall average; all 
average scores on the LBAII: Self® per DiSC® High Intensity Scores fell within one 
standard deviation of the mean.  While these observations are not statistically significant, 
future research with a larger population sample may elucidate further observations about 
possible differences in Style Effectiveness scores. 
Furthermore, bivariate correlations were conducted on each group of High 





















DiSC High Intensity Groups
Average Leader Behavior Analysis II: Self Scores
by High Intensity DiSC Scores 
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Table 4.12: Correlation: High Intensity DiSC® Scores and Leader Behavior Analysis II: Self® 
Effectiveness Scores 
Correlations: High Intensity DiSC® Scores and Leader 
Behavior Analysis II: Self® Effectiveness Scores 





-.020 -.072 -.011 .024 
 N 31 65 17 14 
Note: Number of participants for each High Intensity DiSC® Grouping: 
D = 31, i = 65, S = 17, and C = 14.  
 
A slight, negative correlation (-.020) was found between High Intensity “D” 
scores and Leader Behavior Analysis II: Self® scores.  Although this correlation was not 
statistically significant, the negative correlation may be indicative of the general 
tendencies of individuals rating high on Dominance, mainly shaping their environment 
through action, immediate results and taking authority (Inscape Publishing, 1996).  It 
may be that individuals rating highly on Dominance may more naturally default to a 
certain Situational Leadership® II Style (such as Direction) in an effort to directly shape 
their environment instead of more actively engaging in all four Situational Leadership® II 
leadership styles.  
Although not statistically significant, a slight, negative correlation (-.072) was 
found between High Intensity “i” scores and Leader Behavior Analysis II: Self® scores.  
While this correlation was small, this group was the largest of the High Intensity DiSC® 
groupings with 65 participants.  Even though the strength of the correlation is not 
surprising, the negative orientation of the correlation may be considering the general 
profile of those scoring highly on “Influence”, those individuals usually concerned with 
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shaping their own environments through influencing others (Inscape Publishing, 1996).  
It could be assumed then, that these individuals would be adept at assessing and 
influencing those around them, perhaps contributing to leadership styles as well.  
A slight, negative correlation (-.011) was found between High Intensity “S” 
scores and Leader Behavior Analysis II: Self® scores although this correlation was not 
statistically significant.  Those rating high on “Steadiness” tend to be more cooperative 
toward others within existing circumstances (Inscape Publishing, 1996).  This tendency 
seems to align with the Coaching or Supporting Styles of Situational Leadership® II.  
Despite being the smallest High Intensity grouping, a slight, positive correlation 
(.024) was found between High Intensity “C” scores and Leader Behavior Analysis II: 
Self® scores.  This correlation was not statistically significant.  Individuals rating high on 
“Conscientiousness” emphasize “working conscientiously within existing circumstances 
to ensure quality and accuracy” (Inscape Publishing, 2001, p. 7).  These individuals think 
analytically, yet are diplomatic with others and are known for “using a systematic 
approach to situations or activities” which may indicate an understanding of the 
situational nature of leadership, possibly explaining the slight positive correlation 
between their High “C” DiSC® Scores and their LBAII: Self® scores (Inscape Publishing, 
1996). 
While all of these measures are statistically insignificant, they present interesting 
observations about High Intensity DiSC® scores and measures of Style Effectiveness 
which will be discussed in the next chapter.  
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RQ 7: Is there a relationship between self-reported measures of DiSC® behavioral 
dimensions and self-reported measures of emotional intelligence? 
The following chart illustrates the average scores on the Assessing Emotions 
Scale by participants in each High Intensity DiSC® grouping.   
 
(Note: Numeric values were rounded to the nearest whole number to align with the Assessing 
Emotions Scale) 
While the average of all responses on the Assessing Emotions Scale from this 
study was 126, participants scoring highly on “D” averaged 124, participants scoring 
highly on “i” averaged 132, participants scoring highly on “S” averaged 132 and 
participants scoring highly on “C” averaged 121.  High scores on “D” and “C” averaged 
below the total mean, but still within one standard deviation of the mean.  High scores on 
“i” and “S” scored higher than the total mean, but within one standard deviation of the 
mean. While these observations are statistically insignificant, they are meaningful in that 











D i S C
Average Assessing Emotions Scale Scores 
by High Intensity DiSC® Scores
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grouping.  Future research with a larger population sample may elucidate further 
observations about possible differences in scores by High Intensity DiSC® grouping. 
Furthermore, bivariate correlations were conducted on each High Intensity DiSC® 
group and their overall scores on the Assessing Emotions Scale. 
Table 4.13: Correlation: High Intensity DiSC® Scores and Assessing Emotions Scale Scores 
Correlations: High Intensity DiSC® Scores and Assessing 
Emotions Scale Scores 




.269 .155 .117 .212 
 N 31 65 17 14 
Note: Number of participants for each High Intensity DiSC® 
Grouping: D = 31, i = 65, S = 17, and C = 14.  
 
The correlation between high scoring “D” participants and their scores on the 
Assessing Emotions Scale was found to be small, not statistically significant, yet positive.  
This may be accounted for by the “Dominance” profile, those individuals concerned with 
shaping their environment through action, immediate results and taking authority 
(Inscape Publishing, 1996).  These priorities may take precedence over managing the 
emotions of others.  
The correlation between high scoring “i” participants and their scores on the 
Assessing Emotions Scale was found to be even smaller than the High Intensity “D” 
group, not statistically significant, yet positive.  This result may be surprising considering 
the general profile of those scoring highly on “i”, as those individuals usually concerned 
with shaping their own environments through influencing others (Inscape Publishing, 
1996).  One would assume, then, that these individuals would be more attuned to the 
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emotions and perhaps, emotional profiles of other individuals and thus, produce a 
stronger correlation.  
A small positive correlation was found between high scoring “S” participants and 
their scores on the Assessing Emotions Scale.  The correlation was not statistically 
significant, yet positive.  The High “S” profile includes individuals who tend to take a 
more cooperative approach toward others within existing circumstances, possibly 
accounting for the positive correlation (Inscape Publishing, 1996).  The “S” group of 
High Intensity Profiles contained less participants than the two previous groups and may 
explain the correlation found.  
A small positive correlation was found between high scoring “S” participants and 
their scores on the Assessing Emotions Scale.  While this correlation was not statistically 
significant, it was positive.  While members of this High Intensity “C” profile tend to be 
diplomatic with others “using subtle or indirect approaches to conflict” which one could 
assume would need some degree of emotional acumen, this group was the smallest of all 
the High Intensity groupings, making statistically significant correlations harder to come 
by (Inscape Publishing, 1996). 
Overall, all of the correlations found between High Intensity Groupings of the 
DiSC® Profiles and their Assessing Emotions Scale scores were not significantly 
significant.  For future research a larger sample group of High Intensity scoring 
participants may yield more meaningful results.  
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CHAPTER 5: CONCLUSION 
DISCUSSION 
The stated purpose of this study was to examine possible relationships among 
Situational Leadership® II, the Salovey-Mayer conceptualization of emotional 
intelligence and DiSC® behavioral dimensions.5  A number of approaches were used to 
examine the data and while most examinations were not statistically significant, the study 
yielded interesting results to prompt further research.   
 
Factor Structures 
This study found factor structures inconsistent with that expected of both the 
Leader Behavior Analysis II: Self® and the Assessing Emotions Scale.  Essentially, this 
study found supposed similarities between items on both instruments incongruent with 
similarities found in other studies and incongruent with the theoretical framework of the 
underlying theories.  These findings could be attributed to a number of possibilities, first 
of all, only about 25% of respondents indicated they had learned about Situational 
Leadership® II or taken the Leader Behavior Analysis II: Self® test, while less than 20% 
of participants had learned about emotional intelligence or had taken the Assessing 
Emotions Scale.  This left the majority of respondents with limited exposure to the 
theories of Situational Leadership® II or emotional intelligence.  Additionally, the age 
range of the majority of participants (73%, ranged in age from 18-25) may indicate 
                                                          
5  Primary references for the three theories used in this study: Blanchard, P. Zigarmi, & D. 
Zigarmi, 1985; Inscape Publishing, 1996; Salovey, & Mayer, 1990 
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limited work or supervisory experiences of the group and continued emotional growth 
and development.  These elements, combined with the relatively small sample size of 
participants may have contributed to the unexpected factor structure found for the Leader 
Behavior Analysis II: Self® and the Assessing Emotions Scale responses. 
 
Demographic Measures and Style Effectiveness and Emotional Intelligence 
This study found small correlations between demographic measures and Style 
Effectiveness scores and Assessing Emotions Scale scores; none of these values were 
found to be statistically significant.  Additionally, some negative correlations were found 
between demographic measures and the Leader Behavior Analysis II: Self® (Work 
Experience and Supervisory) and the Assessing Emotions Scale (Age, Work Experience, 
Supervisory Experience). These correlations imply that as participants age, and gather 
more work or supervisory experience, they rate the same on measures of Style 
Effectiveness and emotional intelligence; differences in age and work or supervisory 
experiences do not drastically change measures. 
Not only could elements mentioned before have contributed — the age range of 
the majority of the participants and the lack of prior knowledge of Situational 
Leadership® II and emotional intelligence — but the instruments’ positions in the survey 
organization could have contributed as well in the form of “Respondent Fatigue.”  The 
Assessing Emotions Scale started the online survey given to participants followed by the 
LBAII: Self® and finally the DiSC® Classic Personal Profile System® 2800.  According 
to the Encyclopedia of Survey Research Methods, Respondent Fatigue occurs when 
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“survey participants' attention and motivation drop toward later sections of a 
questionnaire. Tired or bored respondents may more often answer “don't know,” engage 
in “straight-line” responding (i.e. choosing answers down the same column on a page), 
give more perfunctory answers, or give up answering the questionnaire altogether” 
(Lavrakas, 2008).  The questions and possible responses of the LBAII: Self® are longer 
than those of the Assessing Emotions Scale or the DiSC® Classic Personal Profile 
System® 2800, and while sometimes worded similarly, may require more time reading 
and digesting than the other two instruments.  This may have prompted respondent 
fatigue in some participants, contributing to the correlations found from this study.   
 
Style Effectiveness and Emotional Intelligence  
As described in the previous chapter, this study found no statistically significant 
correlation between self-reported measures of Style Effectiveness and self-reported 
measures of emotional intelligence.  A negative correlation indicates that as one variable 
increases, the other variable decreases.  In regard to this study, a negative correlation 
would imply that when scores on one instrument increase, scores on the other decrease.  
This suggests that a meaningful relationship between the Leader Behavior Analysis II: 
Self® and the Assessing Emotions Scale does not exist based upon the data collected in 
the study.  This also suggests that a meaningful relationship between the related theories 
of Situational Leadership® and the Salovey-Mayer conceptualization of emotional 
intelligence does not exist based upon the data collected in the study.  Any number of 
factors could have contributed to this conclusion including, but not limited to, the size of 
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the sample, the large number of young participants, the work or supervisory experience 
of the sample participants or their familiarity with the theories used in this study.  
 
Style Effectiveness and DiSC® High Intensity Scores 
This study distinguished among the High Intensity scores for each of the four 
DiSC® letters instead of examining individual participant profiles.  The purpose was to 
assess whether high scores on specific letters related to Style Effectiveness and not 
whether whole profiles related to Style Effectiveness.  This study found no statistically 
significant correlations between Style Effectiveness and the High Intensity DiSC® 
groupings.  Correlations do not indicate causation, but pose a relationship between 
instruments or theories used for discussion and further study.  As was described in the 
previous chapter, slight negative and positive correlations were found, however, the 
correlations were too small to reveal statistical significance, therefore suggesting no 
meaningful relationships between the Leader Behavior Analysis II: Self® and the DiSC® 
Classic Personal Profile System 2800® according to the data of this study.  This also 
suggests no meaningful relationship between the related theories of Situational 
Leadership® II and the DiSC® behavioral dimensions according to the data of this study.  
Essentially this means that no difference was seen in Situational Leadership® Style 
Effectiveness based upon the different High Intensity DiSC® scores.  “High D” 
participants scored similarly on Style Effectiveness as their peers in other High Intensity 
groups.  This seems reasonable in all cases except for those scoring high on “influence” 
considering the theoretical background of “influence.”  The tendencies of those 
individuals manifest in “shaping the environment by influencing or persuading others” 
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(Inscape Publishing, 1996).  These individuals excel in participating in groups and enjoy 
environments with democratic relationships and coaching or counseling.  It would seem 
that these individuals would be more attuned to the differing leadership styles of 
Situational Leadership® II as an influence process.  The incongruence between the 
theoretical constructs of “influence” and the findings of this study warrant further 
investigation in future research.  
 
Emotional Intelligence and DiSC® High Intensity Scores 
And lastly, the purpose of distinguishing among the High Intensity scores for each 
of the four DiSC® letters was to assess whether high scores on specific letters related to 
emotional intelligence and not whether whole profiles related to emotional intelligence.  
This study found no statistically significant correlations between emotional intelligence 
and the High Intensity DiSC® groupings.  Correlations do not indicate causation, but pose 
a relationship between instruments or theories used for discussion and further study.  As 
was described in the previous chapter, slight negative and positive correlations were 
found, however, the correlations were too small to reveal statistical significance, 
therefore suggesting no meaningful relationships between the DiSC® Classic Personal 
Profile System 2800® and the Assessing Emotions Scale according to the data of this 
study.  This also suggests no meaningful relationship between the related theories DiSC® 
behavioral dimensions and the Salovey-Mayer conceptualization of emotional 
intelligence according to the data of this study.  Essentially this means that no difference 
was seen in emotional intelligence scores from the Assessing Emotions scale in the 
different High Intensity DiSC® scores.  “High D” participants scored similarly on 
SLII®, Emotional Intelligence and DiSC® Behavior  102 
emotional intelligence as their peers in other High Intensity groups.  Similarly to the 
previous research question, this seems reasonable in all cases except for those scoring 
high on “influence” considering theoretical background of “influence.”  The tendencies 
of those individuals manifest in “shaping the environment by influencing or persuading 
others” (Inscape Publishing, 1996).  These individuals excel in participating in groups 
and enjoy environments with democratic relationships and coaching or counseling.  It 
would seem that these individuals would be more attuned to the emotions of others as an 
influence process.  The incongruence between the theoretical constructs of “influence” 
and the findings of this particular research question are perhaps the most confounding 
and certainly warrant further investigation in future research studies.  
 
CONCLUSION  
This study examined seven research questions to determine whether there was any 
relationship between Situational Leadership® II, the Salovey-Mayer conceptualization of 
emotional intelligence and DiSC® behavioral dimensions.  Measures for each theory 
included the Leader Behavior Analysis II: Self®, the Assessing Emotions Scale and the 
DiSC® Classic Personal Profile System® 2800.   
From the information gathered in this exploratory study, no definitive conclusions 
can be drawn in regard to the research questions.  A factor analysis of the Leader 
Behavior Analysis II: Self® and a factor analysis of the Assessing Emotions Scale did not 
yield expected results based upon current research, which could indicate a number of 
factors.  First of all, increased familiarity with the Salovey-Mayer (1990) theory of 
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emotional intelligence and the theory of Situation Leadership II® may affect individual 
answers and overall scores on the Assessing Emotions Scale and the Leader Behavior 
Analysis II: Self®, therefore changing the factor structure of the results.  This sample 
possessed little prior knowledge of the theories used in the study; others studies may use 
a sample with a basic knowledge of the used theories, perhaps changing the factor 
structure and aligning them to current research.  Secondly, a more diverse population, in 
regard to age and work or supervisory experience, may yield a more holistic range of 
answers and scores, also changing the factor structures of the instruments.   
All correlations found between demographics and instrument scores were small 
and statistically insignificant.  While no specific hypothesis was developed for 
relationships between demographics and instrument scores, it would be assumed that an 
increase in age would be related to increased scores on the Assessing Emotions Scale.  
Similarly, it would be assumed that increased job experience or supervisory experience 
would be related to increased scores on the Leader Behavior Analysis II: Self®.  As stated 
previously concerning the factor analyses, increased familiarity with both theories could 
affect correlations between measures of demographics and instrument scores.  However, 
this study offers preliminary observations on measures of demographics and their 
relationship to self-reported measures of Situational Leadership® II Style Effectiveness 
and the Salovey-Mayer (1990) conceptualization of emotional intelligence.  In the future, 
it may be more pertinent to look to specific changes in measures of demographics, such 
as deeper examinations of years of work experiences or years and type of supervisory 
experiences, in relation to instrument scores.   
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Differences in correlations by DiSC® High Intensity groupings, Assessing 
Emotions Scores and Leader Behavior Analysis II: Self® scores found no statistically 
significant relationships.  As stated before, the small sample size of the study, small High 
Intensity groupings and lack of diversity on a number of demographics (age, familiarity 
with emotional intelligence, familiarity with Situational Leadership® II) no doubt affected 
the small correlations.  However, these correlations still produced meaningful 
observations in that differences were found between High Intensity DiSC® groupings and 
instrument scores, perhaps indicating interesting possibilities for future studies.  While 
these correlations are small, they may indicate differences in underlying relationships left 
undiscovered in this study.   
In summary, according to the data in this study, the instruments used are 
essentially discrete or without relation to one another.  Additionally, no meaningful 
relationships were found between the theories used in this study.  While the findings of 
this study are statistically insignificant, differences were seen in measures of Style 
Effectiveness according to the separate DiSC® High Intensity scores.  Similarly, 
differences were seen in measures of emotional intelligence according to the separate 
DiSC® High Intensity scores.  While it cannot be said that DiSC® High Intensity profiles 
caused these changes in scores, these differences warrant further attention.  Additionally, 
it cannot be said that measures of Style Effectiveness cause certain scores of emotional 
intelligence, or vice versa, but the possible relationship between these two theories and 
their instruments may warrant further research based upon the preliminary findings of 
this study. 
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LIMITATIONS 
 Although this study provided insight into the possible relationships among 
Situational Leadership® II, emotional intelligence, and DiSC® behavioral dimensions, a 
study of this nature is limited in a number of respects, first of all, by the number of 
participants.  A convenience sample was obtained primarily by distributing surveys to 
college students attending communication courses and responses from 300 participants 
were obtained.  After the initial participant responses were pooled, the amount of usable 
data diminished based upon completed instruments and even further through analyses 
based upon High Intensity DiSC® groupings. Overall, this exploratory study was limited 
in the number of initial participants and the number of usable responses to instruments.   
 Considerations regarding to the conceptual framework of each theory or regarding 
accompanying instruments should also be taken into account.   
 
Situational Leadership® II and the Leader Behavior Analysis II: Self® 
 Work experiences: the Leader Behavior Analysis II: Self® is formatted to assess 
experienced managers with a number of direct reports under them.  College 
students or young adults (the majority of this population) may have limited work 
experience and may not have any direct reports, as they themselves may be 
reporting to a manager.  However, they may be well-suited for assessing the ideal 
or most appropriate way to handle a situation or manage an employee because 
they have observed such behavior in their own supervisor.  In this regard, 
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information gleaned from the LBAII: Self® in this study is still pertinent in the 
larger discussion of this thesis. 
 Overlap with many other theories: Some researchers have argued that Situational 
Leadership® Theory overlaps theoretically with other theories of leadership, 
particularly McGregor’s (1960) X and Y Theory, Likert’s (1967) systems of 
management and Herzberg’s (1966) two-factor theory, among others as outlined 
in the article, “Situational Leadership Theory: An Examination of a Prescriptive” 
(Vecchio, 1987). 
 Ipsative testing: The Leader Behavior Analysis II: Self® requires individuals to 
choose one answer among four, each weighted for one leadership style according 
to Situational Leadership® II theory.  In so doing, this prevents individuals from 
choosing answers weighted for other leadership styles, linking the scales for each 
leadership style.  Furthermore, some may argue that in forced-answer situations, 
individuals may simply avoid answers, necessitating the choice of answers that 
may not be accurate.  For example, an individual may choose an answer weighted 
for “S1” simply because they do not fit the answers for “S2,” “S3” or “S4.”  
 Norming: because the Leader Behavior Analysis II: Self® is considered an 
ipsative assessment, the results are specific to individuals and not in relation to 
others.  These scores are not measured in relation to other confirmed patterns of 
normality.  
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Schutte’s Emotional Intelligence and the Assessing Emotions Scale 
 Similarities between social/interpersonal competences: one could argue that the 
Salovey-Mayer (1990) conceptualization of emotional intelligence does not test 
emotional intelligence so much as social or interpersonal competence, a skill set 
rather than an intelligence.   
 Similarities between Gardner’s intrapersonal intelligence: Parallel to the above 
mentioned consideration, it could be argued that the Salovey-Mayer (1990) 
conceptualization overlaps with Gardner’s intrapersonal intelligence and does not 
assess a new theory (Grewal & Salovey, 2005).   
 Different “camps” of emotional intelligence theory and research: The different 
“camps” of emotional intelligence theory and research illustrates a number of 
perspectives which may signify that this one theory is not a holistic outlook of the 
field at large.   
 Assessing Emotions Scale: There are other, more in-depth analyses of the 
Salovey-Mayer conceptualization of emotional intelligence that could be used in a 
study such as this, for example, the Mayer-Salovey-Caruso Emotional 
Intelligence Test (Mayer et al., 2003). 
 Culturally-bound: this study was conducted in the United States of America using 
a theory based in the same country.  The conceptualization of emotional 
intelligence used is bound up in Western culture and does not take into account 
other global understandings of emotional intelligence. 
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DiSC® theory and DiSC® Classic Personal Profile System® 2800 
 Ipsative testing: Similar to the Leader Behavior Analysis: II Self®, the DiSC® 
Classic Personal Profile System® 2800 requires individuals to choose one answer 
among four, each weighted for one behavioral dimension according to DiSC® 
theory.  In so doing, this prevents individuals from choosing answers weighted for 
other behavioral dimensions, linking the scales for each behavioral dimension.  
Furthermore, some may argue that in forced-answer situations, individuals may 
simply avoid answers, necessitating the choice of answers that may not be 
accurate.  For example, an individual may choose an answer weighted for 
“Steadiness” simply because they do not fit the answers for “Dominance,” 
“influence” or “Conscientiousness.”  
 Norming: because the DiSC® Classic Personal Profile System® 2800 is 
considered an ipsative assessment, the results are specific to individuals and not in 
relation to others.  These scores are not measured in relation to other confirmed 
patterns of normality.   
 
SUGGESTIONS FOR FURTHER RESEARCH 
 Future research could supplement this study in a number of ways.  First of all, it 
would be advantageous for future studies to achieve a larger sample size to add strength 
to analyses performed on collected data.  Additionally, it could be helpful to ask 
participants more in-depth questions about their work experience and supervisory 
experience, particularly the number of years they have had previous work experience and 
the number of years they have been in a supervisory position, as this may elucidate 
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further insights into participant use of Situational Leadership® II Styles.  Finally, 
concerning the sample used in future studies, a population of professionals with a greater 
diversity of age and work experiences, as opposed to a primarily college-aged sample, 
may provide rich insights into emotional intelligence and use of Situational Leadership® 
II styles. 
 In regard to analysis of data in future studies, a deeper examination of the Leader 
Behavior Analysis II: Self® could be achieved through including Style Flexibility scores 
as well as Style Effectiveness scores, and even further, by analyzing Style Flexibility by 
each DiSC® High Intensity grouping.  Moreover, item-by-item analysis, particularly 
concerning High Intensity DiSC® groupings and the Assessing Emotions Scale may shed 
light on emotional intelligence for each general DiSC® profile.  In addition, an 
assessment of DiSC® profiles in relation to the factors of the Assessing Emotions Scale, 
particularly in regard to the branches of the Salovey-Mayer (1990) conceptualization of 
emotional intelligence may provide further understanding of emotional intelligence based 
upon DiSC® profiles.   
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APPENDICES 
Appendix A 
Leader Behavior Analysis II: Self® Scores 
Average Flexibility Scores, Standard Deviations, Minimums and Maximums 
Average 23.94 
Standard Deviation 2.53 
Minimum Score 14 
Maximum Score 30 
 
Average Effectiveness Score, Standard Deviations, Minimums and Maximums 
Average 46.90 
Standard Deviation 6.91 
Minimum Score 25 
Maximum Score 71 
 
Average Style Scores, Standard Deviations, Minimums and Maximums 
Style 1: 
Average 5.23 
Standard Deviation 1.74 
Minimum Score 1 




Standard Deviation 1.81 
Minimum Score 1 




Standard Deviation 1.88 
Minimum Score 1 
Maximum Score 11 
 
 




Standard Deviation 1.99 
Minimum Score 1 
Maximum Score 11 
 
 
Percentage of Primary Styles 
Styles N Percent 
Style 4 67 26.38% 
Style 3 47 18.50% 
Style 2 50 19.69% 
Style 1 53 20.87% 
Ties 37 14.57% 




Percentage of Development Styles 
Styles N Percent 
Style 4 57 26.76% 
Style 3 56 26.29% 
Style 2 58 27.23% 
Style 1 27 12.68% 
Ties 15 7.04% 
Total 213 100.00% 
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Appendix B 
Email Communication with Dr. Drea Zigarmi concerning permission to use the 
LBAII: Self® and DiSC Classic Personal Profile System 2800 
-----Original Message----- 
From: Underhill, Greta [mailto:munderhill23@ewu.edu] 
Sent: Thursday, October 09, 2014 12:01 PM 
To: drea.zigarmi@mindspring.com 
Cc: Stafford, Jeffrey 
Subject: LBA II Research Use 
 
Hello Dr. Zigarmi, 
 
My name is Greta Underhill and I am a graduate student at Eastern Washington University 
where I am studying Organizational and Instructional Communication.  I am interested in 
Situational Leadership and specifically, constructs of emotional intelligence in regards to 
Situational Leadership.   
 
My thesis advisor is Jeff Stafford, a Blanchard Channel Partner, and he encouraged me to 
contact you about gaining permission to use the Leadership Behavior Analysis II.  I would like to 
use the LBA II in conjunction with another assessment to see if there are any correlations 
between self-reported scores of emotional intelligence and scores on the LBA II.  I would be 
happy to share the results of my findings with you upon completion. 
 
 
Any information you could give me on the process to gain permission would be greatly 
appreciated.  
 
Thank you for your time and I look forward to hearing from you. 
 
Greta Underhill 
Graduate Service Appointment 
Eastern Washington University 





From: Drea Zigarmi [mailto:drea.zigarmi@mindspring.com] 
Sent: Thursday, October 9, 2014 2:48 PM 
To: Underhill, Greta 
Subject: RE: LBA II Research Use 
 
Greta, let's talk. Could you call tomorrow? You might want to see what has been done topic 
already. Please look at a dissertation entitled "The Relationship between Emotional Intelligence 
and Situational Leadership II" 
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by Lena Vartanian, doctoral dissertation 2006 from the University of San Diego. I have also 
enclosed an article written by John Benson and myself based on his dissertation. The Vartanian 
dissertation used the LBAII. Call me at 800-728-9730 if you can. Warmly, Drea 
 
-----Original Message----- 
From: Underhill, Greta [mailto:munderhill23@ewu.edu] 
Sent: Tuesday, October 14, 2014 1:48 PM 
To: Drea Zigarmi 
Subject: RE: LBA II Research Use 
 
Hello again, Dr. Zigarmi, 
 
First off, thanks so much for taking to time to chat with me last week about the possibilities 
available for my research; I really appreciated the insight and advice. 
 
After talking with my advisor, we've decided that it would be interesting to look at both the LBA 
II and the DISC instruments in a project. Permission to use them both would be greatly 
appreciated. 
 




From: Drea Zigarmi [mailto:drea.zigarmi@mindspring.com] 
Sent: Tuesday, October 14, 2014 2:55 PM 
To: Underhill, Greta 
Subject: RE: LBA II Research Use 
 
Greta, I am glad that last week's conversation was helpful. Enclosed is guideline doc for the LBAII 
as well as a doc out lining the Reliability and Validity for the LBAII. We do not have anything as 
elaborate for the DISC.I will have to find the  data sheets for the R & V of the DISC  Before 
approval for either instrument, I respectfully request to read your dissertation proposal. I hope 
that meets with your approval. Warmly, Drea 
 
-----Original Message----- 
From: Underhill, Greta [mailto:munderhill23@ewu.edu] 
Sent: Monday, October 20, 2014 3:40 PM 
To: Drea Zigarmi 
Cc: Stafford, Jeffrey 
Subject: RE: LBA II Research Use 
 
Hello Dr. Zigarmi, 
 
Attached is the working draft of my Master's Thesis proposal thus far.  My advisor has asked 
that I beef up a number of sections for the formal literature review as well as include my 
working outline for you to preview. 
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Additionally, my advisor noticed that I need to clarify with you that I am interested in using the 
LBAII: Self assessment and not the whole LBAII packet assessment. 
 
I really appreciate your patience and feedback in this, my first research project. 
 




From: Drea Zigarmi [mailto:drea.zigarmi@mindspring.com] 
Sent: Tuesday, October 21, 2014 3:22 PM 
To: Underhill, Greta 
Subject: RE: LBA II Research Use 
 
Thank you Greta for the attachments. I understand you will be using the Self and not the other 




From: Underhill, Greta [mailto:munderhill23@ewu.edu] 
Sent: Monday, November 17, 2014 1:31 PM 
To: Drea Zigarmi 
Subject: LBAII Research Permission, Eastern Washington University 
 
Hello Dr. Zigarmi, 
 
I hope you're doing well and keeping warm in sunny Escondido; up here in Cheney, Wa, we're 
looking at 28 degrees Fahrenheit today! 
 
I just wanted to check in with you and see if you received the hardcopy version of my signed 
Dissertation Guidelines.  Additionally, I am ready to start working with the LBAII Self and DISC 
material, as long as there are no other requirements for me to fulfill for you and the Blanchard 
Companies. 
I'd like to get my survey out as soon as possible to catch students from this quarter as well as 
the next.  Let me know if there are additional requirements I need to fulfill before starting. 
 
Thanks so much, 
 
Greta Underhill 
Eastern Washington University 




From: Drea Zigarmi [mailto:drea.zigarmi@mindspring.com]  
Sent: Tuesday, November 18, 2014 8:36 AM 
To: Underhill, Greta 
SLII®, Emotional Intelligence and DiSC® Behavior  127 
Subject: RE: LBAII Research Permission, Eastern Washington University 
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Appendix C 
The Ken Blanchard Companies Dissertation Guidelines 
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Appendix D 
Email Communication with Dr. Nicola Schutte concerning permission to use the 
Assessing Emotions Scale 
From: Underhill, Greta [mailto:munderhill23@ewu.edu] 
Sent: Thursday, October 9, 2014 12:08 PM 
To: Nicola Schutte [mailto:nschutte@une.edu.au]  
Subject: SSEIT Research Use 
Hello Dr. Schutte, 
 
My name is Greta Underhill and I am a graduate student at Eastern Washington University 
where I am studying Organizational and Instructional Communication.  I am interested in 
leadership studies and specifically, constructs of emotional intelligence in regards to Situational 
Leadership.   
 
I am contacting you about gaining permission to use the Schutte Self Report Emotional 
Intelligence Test.  I would like to use the SSEIT in conjunction with the Leadership Behavior 
Analysis II to see if there are any correlations between scores of emotional intelligence and 
scores on the LBA II.  I would be happy to share the results of my findings with you upon 
completion.   
 
Any information you could give me on the process to gain permission would be greatly 
appreciated.  
 
Thank you for your time and I look forward to hearing from you. 
 
Greta Underhill 
Graduate Service Appointment 
Eastern Washington University 




From: Nicola Schutte [mailto:nschutte@une.edu.au]  
Sent: Sunday, October 12, 2014 3:27 PM 
To: Underhill, Greta 
Subject: emotional intelligence scale 
 
Please find attached the manuscript version of a published chapter that contains the scale and 
background information.  You are welcome to use the scale in your research. 
 
Kind regards, Nicola Schutte 
From: Underhill, Greta [mailto:munderhill23@ewu.edu] 
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Sent: Sunday, October 12, 2014 3:27 PM 
To: Underhill, Greta 
Subject: emotional intelligence scale 
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Appendix E 
Instruction Sheet 
Margaretta Underhill, Communications Department, munderhill23@ewu.edu 
509.359.2313 
Jeff Stafford, PhD, Professor, Communications Department, jstafford@ewu.edu, 
509.359.7929 
This research is being conducted in an effort to complete a thesis, part of the 
requirements for a master’s degree at Eastern Washington University. 
 Thank you for agreeing to participate in this research project; your time is 
valuable and I appreciate you spending a little bit of it on this task.  The following 
information is contained in the consent form you will see on the online survey.   
Purpose and Benefits 
The purpose of this research project is to assess constructs of leadership. This research 
may benefit anyone in a leadership position and interested improving leadership 
performance 
Procedures 
You have been asked to complete an online survey in which you will answer questions 
taking approximately 30-40 minutes and will ask questions such as “You were recently 
assigned a new employee who will perform an important job in your unit…You 
would…” or “I am aware of my emotions as I experience them.”  Participation in this 
study is completely voluntary and you have the right to skip answers or stop answering 
questions completely if desired.  Additionally, the online site being used for this research, 
Survs, ensures anonymity so no answers will be attributed back to you; all information 
collected will be used in aggregate analysis, not on an individual basis.  
Risk, Stress or Discomfort 
The probability and magnitude of harm or discomfort anticipated by the project are not 
greater in and of themselves than those ordinarily encountered in daily life or during the 
performance of routing or psychological examinations or tests.  
Other Information 
If you have any questions about this study, please contact me by phone at 509-359-6414 
or by email at munderhill23@ewu.edu.  If you have questions or concerns about your 
rights as a participant in this study, please contact Ruth Galm, Human Protections 
Administrator, 509-359-7971 or rgalm@mail.ewu.edu.   
Please visit this URL to take the survey: https://survs.com/survey/64gmks4edk 
Submitting the online questionnaire implies consent for participation in this study.  All 
participants must be 18 years or older. 
Thank you so much for your time and consideration, 




This research is being conducted in an effort to complete a thesis, part of the 
requirements for a master’s degree at Eastern Washington University. 
Thank you for agreeing to participate in this research project; your time is valuable and I 
appreciate you spending a little bit of it on this task.  
Purpose and Benefits 
The purpose of this research project is to assess constructs of leadership. This research 
may benefit anyone in a leadership position and interested in improving leadership 
performance 
Procedures 
You have been asked to complete an online survey in which you will answer questions 
taking approximately 30-40 minutes. You will answer questions such as “You were 
recently assigned a new employee who will perform an important job in your unit…” or 
“I am aware of my emotions as I experience them.” Participation in this study is 
completely voluntary and you have the right to skip answers or stop answering questions 
completely if desired. Additionally, the online site being used for this research, Survs, 
ensures anonymity so no answers will be attributed back to you; all information collected 
will be used in aggregate analysis, not on an individual basis. 
Risk, Stress or Discomfort 
The probability and magnitude of harm or discomfort anticipated by the project are not 
greater in and of themselves than those ordinarily encountered in daily life or during the 
performance of routine psychological examinations or tests.  
Other Information 
If you have any questions about this study, please contact me by phone at 509-359-6414 
or by email at munderhill23@ewu.edu. If you have questions or concerns about your 
rights as a participant in this study, please contact Ruth Galm, Human Protections 
Administrator, 509-359-7971 or rgalm@mail.ewu.edu.  
Submitting the online questionnaire implies consent for participation in this study 
Thank you so much for your time and consideration, 
 
Margaretta Underhill, Communications Department, munderhill23@ewu.edu 
509.359.2313 
 
Jeff Stafford, PhD, Professor, Communications Department, jstafford@ewu.edu, 
509.359.7929 
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1.  What is your age? 
 18-20 
  21-25 
  26-30 
  31-35 
  36-40 
  41-45 
  46-50 
  51-60 
  61-70 
  70 + 
  Prefer not to answer 
2. What is your gender? 
  Male 
  Female 
  Prefer not to answer 
3. Do you have previous work experience? 
  Yes 
  No 
  Prefer not to answer 
4. Are you currently employed? 
  Yes 
  No 
  Prefer not to answer 
5. Do you have supervisory experience at a place of work? 
  Yes 
  No 
  Prefer not to answer 
6. How familiar are you with the theory of emotional intelligence? 
  I have no knowledge of it 
  I have heard of it 
  I have read about it 
  I have learned about it in a class 
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  I have taken the Assessing Emotions Scale 
7. How familiar are you with the theory of Situational Leadership? 
  I have no knowledge of it 
  I have heard of it 
  I have read about it 
  I have learned about it in a class 
  I have taken the Leader Behavior Analysis: Self test 
8. How familiar are you with the DiSC personality theory? 
  I have no knowledge of it 
  I have heard of it 
  I have read about it 
  I have learned about it in a class 
  I have taken the DiSC Personal Profile System Test 
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Part 1 
Directions: Each of the following items asks you about your emotions or reactions 
associated with emotions. After deciding whether a statement is generally true for you, 
use the 5-point scale to respond to the statement. Please select the "1" if you strongly 
disagree that this is like you, the "2" if you somewhat disagree that this is like you, "3" if 
you neither agree nor disagree that this is like you, the "4" if you somewhat agree that 
this is like you, and the "5" if you strongly agree that this is like you.  
 
There are no right or wrong answers. Please give the response that best describes you. 
9. I know when to speak about my personal problems to others. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
10. When I am faced with obstacles, I remember times I faced similar obstacles and 
overcame them. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
11. I expect that I will do well on most things I try. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
12. Other people find it easy to confide in me. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
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13. I find it hard to understand the non-verbal messages of other people. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
14. Some of the major events of my life have led me to re-evaluate what is important and 
not important. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
15. When my mood changes, I see new possibilities. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
16. Emotions are one of the things that make my life worth living. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
17. I am aware of my emotions as I experience them. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
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18. I expect good things to happen. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
19. I like to share my emotions with others. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
20. When I experience a positive emotion, I know how to make it last. 
 1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
21. I arrange events others enjoy. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
22. I seek out activities that make me happy. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
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23. I am aware of the non-verbal messages I send to others. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
24. I present myself in a way that makes a good impression on others. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
25. When I am in a positive mood, solving problems is easy for me. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
Part 1 Continued 
Directions: Each of the following items asks you about your emotions or reactions 
associated with emotions. After deciding whether a statement is generally true for you, 
use the 5-point scale to respond to the statement. Please select the "1" if you strongly 
disagree that this is like you, the "2" if you somewhat disagree that this is like you, "3" if 
you neither agree nor disagree that this is like you, the "4" if you somewhat agree that 
this is like you, and the "5" if you strongly agree that this is like you.  
 
There are no right or wrong answers. Please give the response that best describes you. 
26. By looking at their facial expressions, I recognize the emotions people are 
experiencing. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
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27. I know why my emotions change. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
28. When I am in a positive mood, I am able to come up with new ideas. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
29. I have control over my emotions. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
30. I easily recognize my emotions as I experience them. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
31. I motivate myself by imagining a good outcome to tasks I take on. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
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32. I compliment others when they have done something well. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
33. I am aware of the non-verbal messages other people send. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
34. When another person tells me about an important event in his or her life, I almost feel 
as though I have experienced this event myself. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
35. When I feel a change in emotions, I tend to come up with new ideas. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
36. When I am faced with a challenge, I give up because I believe I will fail. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
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37. I know what other people are feeling just by looking at them. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
38. I help other people feel better when they are down. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
39. I use good moods to help myself keep trying in the face of obstacles. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
40. I can tell how people are feeling by listening to the tone of their voice. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
41. It is difficult for me to understand why people feel the way they do. 
  1 = strongly disagree 
  2 = somewhat disagree 
  3 = neither agree nor disagree 
  4 = somewhat agree 
  5 = strongly agree 
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Part 2 
Directions: This questionnaire consists of 20 typical work situations involving a leader 
and one or more direct reports.  
 
Assume you are the leader. Select the one response that best describes the action you 
would take in each situation. 
42. You have asked a new employee to write a proposal to buy new equipment for the 
division. She needs to learn more about this equipment to make a sound decision 
about options and costs. She feels this assignment will stretch her already-full 
schedule. You would... 
  Tell her when you want the proposal and explain what you want in the proposal. 
Outline the steps she should take to become knowledgeable about the new 
equipment. Set daily meetings with her to track her progress. 
  Ask her to produce the proposal and discuss its importance. Ask her to set a 
deadline for completion. Give her the resources she needs. Ask her to provide 
periodic progress reports. 
  Tell her when you want the proposal and discuss its importance. Explain what 
you want in the report. Outline steps she should take to learn more about the 
equipment. Listen to her concerns and use her ideas when possible. Set weekly 
meetings to track her progress. 
  Ask her to produce the proposal and discuss its importance. Explore the barriers 
she foresees and strategies for removing them. Ask her to set a deadline for 
completion and periodically check with her to track progress. 
43. Your task force has been working hard to complete its division-wide report. A new 
member has joined the group. He must present cost figures at the end of next week, 
but he knows nothing about the report requirements and format. He is eager to learn 
more about his role in the group. You would... 
  Tell him exactly what is needed. Specify the requirements and format. Introduce 
him to other task force members. Check with him frequently during the week to 
monitor progress and to specify corrections. 
  Ask him if there is anything you can do to help. Introduce him to other task force 
members. Explore his ideas for "getting up to speed" on the report. Check with 
him during the week to see how he is doing. 
  Specify the report format and required information and solicit his ideas. 
Introduce him to each task force member. Check with him frequently during the 
week to see how the report is progressing and to help with any modifications. 
  Welcome him and introduce him to members of the task force who could help 
him. Ask him to check back if he has any problems. 
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44. You have recently noticed a performance problem with one of your people. He 
demonstrates an "I don't care" attitude. Only your constant prodding has brought 
about task completion. You suspect he may not have enough expertise to complete 
the high-priority task you have given him. You would... 
  Specify the steps he needs to take and the outcomes you want. Clarify timelines 
and paperwork requirements. Frequently check to see if the task is progressing as 
it should. 
  Specify the steps he needs to take and the outcomes you want. Ask for his ideas 
and incorporate them if appropriate. Ask him to share his feelings about the 
assignment. Check to see that the task is progressing as it should. 
  Involve him in problem solving for this task. Offer your help and encourage him 
to use his ideas to complete the project. Ask him to share his feelings about the 
assignment. Periodically check in to see how things are going. 
  Let him know how important this task it. Ask him to outline his plan for 
completion and to send you a copy. Ask him to check back if he has any 
problems. 
45. Your work group's composition has changed because of company restructuring. 
Performance levels have dropped. Deadlines are being missed and your boss is 
concerned. Group members want to improve their performance but need more 
knowledge and skills. You would... 
  Ask them to identify their training needs and develop their own plan for 
improving performance. Give them the necessary resources. Be available to help 
them and ask to be kept informed. 
  Discuss your plan to solve the performance problem. Ask for their input and 
include their ideas in your plan if possible. Explain your rationale. Frequently 
check to see how the plan is carried out. 
  Outline the steps you want them to follow to solve the performance problem. Be 
specific about the time requirements and skills you want them to learn. Closely 
monitor their progress on the plan. 
  Help them develop a plan to improve performance. Encourage them to be 
creative. Support their plan and periodically check performance. 
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46. Because of budget cuts, it is necessary to consolidate. You have asked a highly 
experienced department member to take charge of the consolidation. This person has 
worked in all areas of your department. In the past she has usually been eager to help. 
While you feel she is able to perform the assignment, she seems indifferent to the 
task. You would... 
  Reassure her. Outline the steps she should use to manage this project. Ask for her 
ideas and incorporate them when possible, but make sure she follows your general 
approach. Frequently check to see how things are going. 
  Reassure her. Ask her to handle the project as she sees fit. Be patient and 
available to help. Ask for frequent updates. 
  Reassure her. Ask her to determine the best way to approach the project. Help her 
develop options and encourage her to use her own ideas. Agree on frequent 
checkpoints. 
  Reassure her. Outline an overall plan and specify the steps you want her to 
follow. Frequently check to see how the steps are being implemented. 
47. For the second time in a month, you are having a problem with one of your 
employees. His weekly progress reports have been incomplete and late. In the past 
year he has completed his reports accurately and submitted them on time. This is the 
first time you have spoken to him about this problem. You would... 
  Tell him to improve the quality and timeliness of his paperwork. Go over the 
areas that are incomplete. Make sure he knows what is expected and how to fill 
out each section of the report. Continue to track his performance. 
  Ask him to turn reports that are complete and on time, without pushing him. 
Continue to track his performance. 
  Discuss time and completion standards with him. Listen to his concerns but make 
sure he knows what is expected. Go over each section of the report and answer 
any questions. Use his ideas if possible. Continue to track his performance. 
  Ask him why his reports are incomplete. Listen to his concerns and do what you 
can to help him understand the importance of timely and accurate reports. 
Continue to track his performance. 
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48. You have asked one of your senior employees to take on a new project. In the past his 
performance has been outstanding. The project you have given him is important to the 
future of your work group. He is excited about the new assignment but doesn't know 
where to begin because he lacks project information. You would... 
  Explain why you think he has the skills to do the job. Ask him what problems he 
anticipates and help him explore alternative solutions. Frequently stay in touch to 
support him. 
  Specify how he should handle the project. Define the activities necessary to 
complete the job. Closely monitor how things are going. 
  Ask him to develop a project plan for your approval within two weeks. Give him 
enough time to get started. Periodically offer support. 
  Outline how the project should be handled and solicit his ideas and suggestions. 
Incorporate his ideas when possible, but make sure your general outline is 
followed. Regularly check to see how things are going. 
49. One of your staff members is feeling insecure about a job you have assigned to him. 
He is highly competent and you know that he has the skills to successfully complete 
the task. The deadline for competition is near. You would… 
  Let him know your concerns about the impeding deadline. Help him explore 
alternative action steps and encourage him to use his own ideas. Periodically 
check with him to lend support. 
  Discuss your concerns about the impending deadline. Develop an action plan for 
him to follow and get his reactions. Include his modifications if possible, but 
make sure he follows your general outline. Regularly check with him to see how 
things are going. 
  Outline the steps you want him to follow. Specify the reasons for completing the 
assignment on time. Closely monitor his progress. 
  Ask him if there are any problems but let him resolve the issue himself. Without 
pushing him, remind him of the impending deadline. Ask him to get back with the 
update. 
  
SLII®, Emotional Intelligence and DiSC® Behavior  149 
50. Your staff has asked you to consider changes in their work schedule due to an 
expansion in the customer base. Their changes make good sense to you. Members are 
very competent and work well together. You would… 
  Help them explore alternative scheduling possibilities. Be available to facilitate 
their group discussion. Support the plan they develop. Check to see how they 
implement their schedule. 
  Design the work schedule yourself. Explain the rationale behind your design. 
Listen to their reactions, ask for their ideas, and use their recommendations when 
possible. Check to see that the schedule is being followed. 
  Allow the staff to set a work schedule on their own. Let them implement their 
plan after you approve it. Check back at a later date to make sure the new 
schedule is working out for them. 
  Design the work schedule yourself. Explain how the schedule will work and 
answer any questions. Frequently check to see that the schedule is being followed. 
51. Due to an organizational change, you have been assigned six new people whose 
performance has been declining over the past three months. They do not seem to have 
the task knowledge and skills to do their new jobs, and their attitudes have worsened 
because of the change. In a group meeting, you would... 
  Make them aware of their three-month performance trend. Ask them to decide 
what to do about it and set a deadline for implementing their solution. Check on 
their progress at some point. 
  Make them aware of their three-month performance trend. Specify the action 
steps you want them to follow. Give them constructive feedback on how to 
improve performance. Closely monitor their progress 
  Make them aware of their three-month performance trend. Outline the steps you 
want them to follow, explain why, and seek their feedback. Use their ideas when 
possible, but make sure they follow your general approach. Regularly monitor 
their progress. 
  Make them aware of their three-month performance trend. Ask them why their 
performance is declining. Listen to their concerns and ideas. Help them create 
their own plan for improving performance. Periodically check on their progress. 
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Part 2 Continued 
Directions: This questionnaire consists of 20 typical work situations involving a leader 
and one or more direct reports.  
 
Assume you are the leader. Select the one response that best describes the action you 
would take in each situation. 
52. A member of your department has had a fine performance record over the last 22 
months. He is excited by the challenges of the upcoming year. Budgets and unit goals 
have not changed much from last year. In a meeting with him to discuss goals and an 
action plan for next year, you would... 
  Ask him to submit an outline of his goals and an action plan for your approval. 
Tell him you will call him if you have any questions. 
  Prepare a list of goals and an action plan that you think he can accomplish next 
year. Send it to him and meet him to see if he has any questions. 
  Prepare a list of goals and an action plan that you think he can achieve next year. 
Meet with him to discuss his reactions and suggestions. Modify the plan as you 
listen to his ideas but make the final decision. 
  Ask him to send you an outline of his goals and an action plan for next year. 
Review the goals and plan with him. Listen to his ideas and help him explore 
alternative. Let him make the final decision on his goals and plan. 
53. Your unit members have an excellent performance record over the past two years. 
However, they have recently experienced three major setbacks due to factors beyond 
their control. Their performance and morale have drastically dropped and your boss is 
concerned. In a group meeting, you would... 
  Discuss the recent setbacks. Give unit members the specific steps you want them 
to follow to improve their performance. Closely monitor performance. 
  Ask them how they feel about the recent setbacks. Listen to their concerns and 
encourage and help them explore their ideas for improving performance. 
Periodically check on performance. 
  Discuss the recent setbacks. Clarify the steps you want unit members to take to 
improve performance. Listen to their ideas and incorporate them if possible. 
Emphasize results. Encourage them to keep trying. Frequently check their 
performance. 
  Discuss the recent setbacks without pressuring unit members. Ask them to set a 
deadline to improve performance to support each other along the way. Continue 
to track performance. 
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54. You were recently assigned a new employee who will perform an important job in 
your unit. Even though she is inexperienced, she is enthusiastic and feels she has the 
confidence to do the job. You would… 
  Allow her time to determine what the job requires and how to do it. Let her know 
why the job is important. Ask her to contact you if she needs help. Track her 
performance. 
  Specify the results you want and when you want them. Clearly define the steps 
she should take to achieve results. Show her how to do the job. Closely monitor 
her progress. 
  Discuss the results you want and when you want them. Clearly define the steps 
she can take to achieve results. Explain why these steps are necessary and get her 
ideas. Use her ideas if possible, but make sure your general plan is followed. 
Frequently check her progress. 
  Ask her how she plans to tackle this job. Help her explore the problems she 
anticipates by generating possible solutions. Encourage her to carry out her plan. 
Be available to listen to her concerns. Periodically check on her progress. 
55. Your boss has asked you to increase your unit's output by seven percent. You know 
this can be done, but it will require your active involvement. To free your time, you 
must reassign the task of developing a new cost control system to one of your 
employees. The person you want has considerable experience with cost control 
systems, but she is slightly unsure of doing this task on her own. You would... 
  Assign her the task and listen to her concerns. Explain why you think she has the 
skills to handle this assignment. Help her explore alternative approaches if she 
thinks it would be useful. Encourage and support her by providing needed 
resources. Periodically monitor her progress. 
  Assign her the task and listen to her concerns. Discuss the steps to complete the 
task. Ask for her ideas and suggestions. After incorporating her ideas if possible, 
make sure she follows your general approach. Frequently monitor her progress. 
  Assign her the task. Listen to her concerns but let her resolve the issue. Give her 
time to adjust, and avoid asking for results right away. Ask her to check in 
frequently. 
  Assign her the task. Listen to her concerns and minimize her feelings of 
insecurity by telling her specifically how to handle this task. Outline the steps to 
be taken. Closely monitor her progress. 
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56. Your boss has asked you to assign someone to serve on a company-wide task force. 
This task force will make recommendations for restructuring the company's 
compensation plan. You have chosen a highly productive employee who knows how 
her coworkers feel about the existing compensation plan. She has successfully led 
another unit task force. She wants the assignment. You would... 
  Give her the assignment but tell her how she should present her coworkers' point 
of view. Specify that she turn in a progress report within two days of each task 
force meeting. 
  Ask her to accept the assignment. Help her develop the point of view she will 
take on the task force. Periodically check with her. 
  Give her the assignment. Discuss what she should do to ensure that her 
coworkers' perspective is considered by the task force. Ask for her ideas, but 
make sure she follows your general approach. Ask her for a report after every task 
force meeting. 
  Give her the assignment. Ask her to give you updates as things progress. 
57. Due to illness in your family, you have been forced to miss two meetings of a 
committee under your direction. Upon attending the next meeting, you find that the 
committee is operating well and making progress toward completing its goals. All 
group members come prepared, actively participate, and seem to be enthusiastic about 
their progress. You are unsure of what your role should be. You would... 
  Thank the committee members for their work so far. Let the group continue to 
work as it has during the last two meetings. 
  Thank the committee members for their work so far. Set the agenda for the next 
meeting. Begin to direct the group's activities. 
  Thank the committee members for their work so far. Try to solicit alternative 
ideas and suggestion. Do what you can to make the members feel important and 
involved. 
  Thank the committee members for their work so far. Set the agenda for the next 
meeting but make sure to solicit their ideas and suggestions. 
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58. Your staff is very competent and works well on their own. Their enthusiasm is high 
because of a recent success. Their performance as a group is outstanding. Now, you 
must set unit goals for next year. In a group meeting, you would… 
  Praise them for last year's results. Involve the group in problem solving and goal 
setting for next year. Encourage them to be creative and help them explore 
alternatives. 
  Praise them for last year's results. Challenge them by setting the goals for next 
year. Outline the action steps necessary to accomplish these goals. 
  Praise them for last year's results. Ask them to set the goals for next year and to 
define their action plan to accomplish these goals. Be available to contribute when 
asked. 
  Praise them for last year's results. Set the goal for next year and outline the action 
steps necessary to accomplish these goals. Solicit the group's ideas and 
suggestions and incorporate them if possible. 
59. You and your boss know that your department needs a new set of work procedures to 
improve long-term performance. Department members are eager to make some 
changes; but because of their specialized functions, they lack the knowledge and 
skills for understanding the "big picture." You would... 
  Outline the new procedures and your plan for implementation. Involve the group 
in a discussion of alternatives. Use their suggestions when possible, but make 
them follow your general approach. Frequently check on the use of the new 
procedures and monitor their results. 
  Outline and demonstrate the new procedures. Instruct the group on the initial use 
of the procedures and closely monitor results. 
  Involve the group in a discussion to explore new work procedures. Encourage 
their initiative and creativity in developing the new procedures. Help them 
examine possible alternatives. Periodically check on the use of the new 
procedures and monitor their performance. 
  Ask the group to formulate and implement a set of new procedures. Answer any 
informational concerns but give department members the responsibility for the 
task. Periodically monitor their performance. 
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60. You were recently appointed head of your division. Since taking over, you have 
noticed a drop in performance. There have been changes in technology, and your staff 
has not mastered the new skills and techniques. Worst of all, they do not seem to be 
motivated to learn these skills. In a group meeting, you would... 
  Discuss the staff's drop in performance. Listen to their concerns. Ask for their 
solutions for improving performance. Express your faith in their strategies. 
Emphasize their past efforts but periodically check on their performance as they 
carry out their strategies. 
  Outline the necessary actions you want them to take. Explore alternatives and 
incorporate their ideas. Modify the plan if appropriate but see that they implement 
it. Frequently check on their performance. 
  Tell them about the drop in performance. Ask them to analyze the problem and 
draft a set of action steps for your approval. Set a deadline for the plan. Track 
their performance. 
  Outline and direct the necessary corrective actions you want them to take. Define 
roles, responsibilities, and standards. Closely monitor their performance for 
improvement. 
61. You have noticed that one of your inexperienced employees is not properly 
completing certain reports. These reports are inaccurate and incomplete. She is not 
enthusiastic about this task and often thinks paperwork is a waste of time. You 
would… 
  Let her know that she is submitting inaccurate and incomplete reports. Discuss 
the steps she should take and clarify why these steps are important. Ask for her 
suggestions but make sure she follows your general outline. Frequently check her 
paperwork. 
  Let her know that she is submitting inaccurate and incomplete reports. Ask her to 
come up with a plan to improve their quality. Give her more time to do the job 
properly. Check her paperwork. 
  Let her know that she is submitting inaccurate and incomplete reports. Ask her 
what she plans to do about it. Help her develop a plan for solving her problems. 
Periodically check her paperwork. 
  Let her know that she is submitting inaccurate and incomplete reports. Show her 
how to complete the reports. Specify the steps she should take to improve their 
quality. Closely monitor her paperwork. 
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Part 3 
Directions:  
A. Study the group of four words while thinking about yourself in your selected setting or 
focus.  
B. Select only one word that MOST describes you.  
C. Select only one word that LEAST describes you.  
D. Use the same procedure to respond to the remaining groups of descriptive words.  
REMEMBER: Select only one MOST and one LEAST choice for each group. 
Select only one word that MOST describes you.  
Select only one word that LEAST describes you. 
62. 
 MOST LEAST 
enthusiastic   
daring   
diplomatic   
satisfied   
63. 
 MOST LEAST 
cautious   
determined   
convincing   
good-natured   
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64. 
 MOST LEAST 
friendly   
accurate   
outspoken   
calm   
65. 
 MOST LEAST 
talkative   
controlled   
conventional   
decisive   
66.  
 MOST LEAST 
adventurous   
insightful   
outgoing   
moderate   
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67. 
 MOST LEAST 
gentle   
persuasive   
humble   
original   
68. 
 MOST LEAST 
expressive   
conscientious   
dominant   
responsive   
69.  
 MOST LEAST 
poised   
observant   
modest   
impatient   
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70. 
 MOST LEAST 
tactful   
agreeable   
magnetic   
insistent   
71. 
 MOST LEAST 
brave   
inspiring   
submissive   
timid   
72. 
 MOST LEAST 
reserved   
obliging   
strong-willed   
cheerful   
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73. 
 MOST LEAST 
stimulative   
kind   
perceptive   
independent   
74. 
 MOST LEAST 
competitive   
considerate   
joyful   
private   
75. 
 MOST LEAST 
fussy   
obedient   
firm   
playful   
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76. 
 MOST LEAST 
attractive   
introspective   
stubborn   
predictable   
Part 3 Continued 
Directions:  
A. Study the group of four words while thinking about yourself in your selected setting or 
focus.  
B. Select only one word that MOST describes you.  
C. Select only one word that LEAST describes you.  
D. Use the same procedure to respond to the remaining groups of descriptive words.  
REMEMBER: Select only one MOST and one LEAST choice for each group. 
 
Select only one word that MOST describes you. 
Select only one word that LEAST describes you. 
  
77.  
 MOST LEAST 
logical   
bold   
loyal   
charming   
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78. 
 MOST LEAST 
sociable   
patient   
self-reliant   
soft-spoken   
79. 
 MOST LEAST 
willing   
eager   
thorough   
high-spirited   
80. 
 MOST LEAST 
aggressive   
extroverted   
amiable   
fearful   
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81. 
 MOST LEAST 
confident   
sympathetic   
impartial   
assertive   
82. 
 MOST LEAST 
well- 
disciplined   
generous   
animated   
persistent   
83. 
 MOST LEAST 
impulsive   
introverted   
forceful   
easygoing   
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84. 
 MOST LEAST 
good mixer   
refined   
vigorous   
lenient   
85. 
 MOST LEAST 
captivating   
contented   
demanding   
compliant   
86. 
 MOST LEAST 
argumentative   
systematic   
cooperative   
light-hearted   
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87. 
 MOST LEAST 
jovial   
precise   
direct   
even- 
tempered   
88. 
 MOST LEAST 
restless   
neighborly   
appealing   
careful   
89. 
 MOST LEAST 
respectful   
poineering   
optimistic   
helpful   
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Thank you for taking the time to participate in this study; your input is much appreciated. If you 
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